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ABSTRACT
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OF MOTIVATION TO TEACHER PRODUCTIVITY WITH
SPECIAL REFERENCE TO JAMAICA
Advisor: Dr. Trevor Turner
Dissertation dated July, 1988
This study was conducted to identify the factors which were
affecting teacher motivation and productivity in Jamaica, applying
Herzberg's motivational factors.
The following variables were used to examine the problems of
teacher productivity: (a) Style of supervision, (b) Teacher Achievement
(c) Interpersonal Relationship, (d) Recognition, (e) Responsibility,
(f) Status, (g) Advancement and Growth, and (h) Working Condition.
The hypothesis was that there was no statistically significant
relationship between each of these variables and teacher productivity.
A survey questionnaire, developed for the purpose of collecting
data reflecting the perceptions of teachers from secondary high and
technical schools in Jamaica, was sent to 350 participants randomly
selected from eight schools in Middlesex County.
The data were analyzed in the following ways: 1) Correlation
Matrix of all variables, 2) Stepwise multiple regression to identify
i i i
those variables causing the problem, using productivity as the dependent
variable, 3) Factor analysis of all variables to group variables,
4) T-test to determine difference in perception of teacher productivity by
sex (demographic data), and 5) ANOVA of demographic data of teacher
productivity by a) Type of School, b) Age, c) Qualification, and d) Years
of experience.
The results of the analysis revealed that a significant correlation
existed between teacher productivity and all the independent variables
except status; and that the variables were grouped together in the factor
analysis except for growth and development and status.
There was a significant difference at .05 level of significance
between teacher productivity by sex. All the biographic variables except
for years of experience, yielded non-significant results. The regression
analysis revealed that teacher productivity in Jamaica could be explained
by two of Herzberg's motivational factors, namely. Achievement and
Responsibi1ity.
It is recommended that the Ministry of Education together with
principals
1. Develop a promotional ladder to enhance remuneration, improve
conditions, provide opportunities for greater responsibilities
and curricular autonomy to teachers at all levels in the
system.
2. Extend opportunities for teacher achievement through projects,
conferences and committee services for curriculum development.
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This is a survey which proposes to identify the factors which are
affecting teacher motivation and productivity, using Herzberg's
motivational factors, with special reference to Jamaica.
Context of the Problem
For many years teaching in Jamaica and other parts of the world has
come under much attack by various critics and educators. Those who feel
that teacher performance is related to students' achievement, complain
about falling scores; those who see teacher performance as related to
greater community involvement, complain about the school not catering to
the needs of the society; those who feel that the teachers are not using
the correct method to stimulate learning, complain about teacher
inflexibility and poor attitude, and those who feel that teachers do not
support school policy and adhere to rules, complain about loyalty and low
morale or autonomy. Many teachers under attack, however, complain about
lack of recognition, poor working condition, poor salary and lack of
remuneration for their efforts. These are variables affecting their
performance.
Many researchers in seeking to examine the problem more accurately,
have applied Herzberg's theory of Motivation to see the extent to which
those factors were impinging on teachers' efforts to be productive in the
classroom and school in general. In this investigation, the theory will
also be employed for similar purposes.
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Herzberg's theory of motivation is a two-factor one, and is mainly
concerned with job satisfaction and dissatisfaction, which are the
results of certain separate conditions. The theory holds that one set of
rewards contributes to job satisfaction, and another set, to job
dissatisfaction. Herzberg (1976) arrived at this decision by experimenting
with over two hundred engineers and accountants, who were asked to describe
the times when they felt especially satisfied or dissatisfied with their
jobs. The information delineated from such experiments was that positive
events were dominated by references to achievement, recognition, work
itself, responsibility, advancement and growth, while negative events
stemmed from references to interpersonal relationships, policy and
supervision, working conditions and salary. Thus in describing incidents
in which they felt satisfied with their work, the subjects mentioned
factors associated with the work they performed, while, on the contrary,
concerning incidents in which they felt dissatisfied, working conditions.
Herzberg referred to those factors causing satisfaction as motivators,
and those causing dissatisfaction as hygiene/maintenance.
When Herzberg examined those factors causing satisfaction and
dissatisfaction, he noticed that if they were of adequate standards, then
the motivators could improve work performance. While the motivating
factors appear to be more effective to stimulating people to greater
performance and productivity, the hygiene do not, but are useful in
maintaining the level of adequate or bearable work situations, absence
of which could result in more complaints and frustration. It follows,
that the situation, though frustrating and characterized by causes for
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complaints, does not affect ones' productivity rate.
Hughes (1965) in explaining the motivators and maintenance, postulated
that the motivation to work is a basic ingredient in human existence,
and through it a worker can satisfy his personal needs as he achieves
organizational goals. The motivation needs for growth and achievement,
he conceived, is a part of every one's psychological make-up. He felt that
the maintenance needs come about because people must maintain themselves
physically and feel safe and secure. Thus he argued that both motivation
and maintenance needs have distinctly separate characteristics and
effects on workers. Both, he said, are necessary aspects of behavior
and are important in terms of goal setting. So, while motivation needs
are satisfied through achievement of personal goals, maintenance needs
avoid dissatisfaction through the environment. Baron's (1986) argument
supports this view when he pointed out that a work environment that is
comfortable and which facilitates the attainment of work goals will
usually produce higher levels of satisfaction than one characterized by
chaos, discomfort and unpredictability.
There are many critics of this theory exhibiting much controversy
concerning it. According to Hoy and Miskel (1987) many researchers except
Herzberg, have lost interest in it, hence much empirical research has not
been published. The criticisms hinged on two primary opinions. First,
many researchers have developed various versions of the theory, and
secondly, there is the question as to whether the motivators contribute
solely to job satisfaction and the hygiene to dissatisfaction. In the
first case, five distinct versions of the theory have emerged, according
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to Hoy and Miskel, and Herzberg is seemingly responsible for four. These
can be seen as resulting from two issues. Should one treat the factors
as two distinct and cohesive groups? Should they be treated as separate
variables, each with its unique behavior?
In studies done by Herzberg, recognition was mentioned 33 percent of
the time in good critical incidents, while 18 percent in the reverse.
Also possibility for growth 6 percent and 8 percent respectively of the
good and bad incidents. Studies done by Sergiovanni (1967) yielded the
same type of results, and the conclusion then was that the theory as
stated by Herzberg, is consistent.
Another criticism however, tends to abolish the fore-mentioned
findings, and is concerned with the method. Studies done using the
technique used by Herzberg supported the motivation/hygiene theory. When
other instruments/techniques were employed, it was not so.
Other criticisms focused on the weakness of the theory. While some
colleagues argued that the two factor theory is now irrelevant, others
felt that Herzberg deserved much credit. This latter criticism is based
on the idea that the theory filled a gap when he pointed out the need for
improved understanding of the role played by motivation in the work
organizations.
Finally, still, others in criticizing the theory, argued that the
hygiene factors do motivate some people and that not every one is affected
by motivators. Despite all the criticisms levelled against this theory,
it is evident that it has contributed to greater understanding of all
levels of organizations from top management all the way down to hourly paid
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employees. The theory, according to Hersey and Blanchard (1982) is easily
translated to supervisory action at all levels of responsibility. They
also saw it as a framework on which supervisors can evaluate and put into
perspective the constant barrage of "helpful hints" to which they are
subjected, hence it serves to increase their feelings of competence, self-
confidence, and autonomy (Hersey and Blanchard, 1982, p. 58). They
further pointed out that since productivity or performance depends on
both ability and motivation, if hygiene factors are not satisfied, they
can lead to restriction of output. Even when dissatisfied workers are
presented with factors which cause the dissatisfaction, there is no
guarantee that the original level of productivity will increase. It is
their conclusion that the hygiene factors when satisfied have the
propensity of eliminating dissatisfaction and work restriction, but do
very little to motivate an individual to superior performance and
increased capacity. Conversely, satisfaction of the motivators will
allow individuals to grow and develop in mature ways, with accompanying
increased ability.
Herzberg's theory complements Maslow's in many ways. If the needs
of the individuals are known to management, then it can determine what
particular stimulus to be provided in the environment to achieve such
needs/goals. If the goals the workers are interested in reaching are
known also, the high strength needs can be predicted. It has been found
that money and other incentives tend to satisfy physiological and security
needs, interpersonal relations and supervision satisfy social needs,
increased responsibility, challenging work and growth and development
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satisfy needs both at the esteem and self-actualization levels.
Recognition is gained through competence and achievement, earned and
granted by others.
Hughes (1965) reinforced the idea that motivation needs are the
factors which produce effective job performance, and that once an
individual has committed himself to organizational objectives, his
potential will be great, as long as his goals and the organization's can
influence each other. If a man is motivated therefore, maintenance needs
will not affect his performance. Hughes argued that while motivation¬
seeking people will grow to great length in the achievement of their
personal goals with hardly any concern for maintenance needs, maintenance¬
seeking people are never really satisfied, but only temporarily reach a
level of no dissatisfaction. Thus though maintenance-seeking people may
complain or grumble about their working conditions, administration, by
taking care to improve such conditions, will bring than no satisfaction.
From this, the conclusion can be drawn, that the tendency of management
to provide only hygiene incentives to deal with employees' grouses and
problems or needs, is insightless, since workers' search for personal
meaning and motivation are often thwarted. Herzberg clearly pointed out
that if adequate standards were in place, the motivators could improve
work performance.
Most administrators will agree that much of the lack of success that
is faced in many organizations today, can be traced to the provision of
hygiene factors instead of motivation factors which are the requirements
to satisfy workers' needs, and stimulate productivity.
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Productivity is a very important dimension in the achievement of
organizational goals, and many theorists feel that it is contingent upon
the leader's motivation and style. Leaders possess three types of skills,
namely, technical, human relations and managerial. It is the managerial
skill which gives the leader the ability to choose the appropriate style
of leadership to induce teacher productivity. Thus, if a leader/principal
is too task oriented, teachers will soon feel that no one cares about
than and will lose interest in the task. If, on the other hand, the
leader/principal shows concern, teachers will work harder at tasks. Being
task oriented and employee oriented do not stimulate productivity,
however, because there are many variables which induce the motivation to
work. According to Maslow, the needs of the individuals will determine
how well he will work to satisfy such needs. As long as the motivation
is provided by the leader, work will be done until such needs are
satisfied, then there will be no more need to motivate such worker.
In the school situation, teachers' needs are not always taken into
consideration, especially in a system where the leader is highly
authoritarian and abide by the bureaucratic rules in carrying out his/her
duties. Although such rules, administered by the principals with concern
for teachers, can influence them to some measure of productivity, teachers
feel that they are being 'pushed' too far, and react to these pressures by
producing even less than the minimum. Most teachers have strong needs for
recognition, achievement, advancement and so on. What is done however,
when teachers react negatively to these unmet needs, is to increase pay.
To some teachers this brings satisfaction, but it does not improve
performance. It follows, that what will cause teachers to be productive.
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entails more than monetary incentives. Thus as Maslow's argument goes,
"once the physiological needs are satisfied, there is no more need, it
is the next need that is of importance. Salary increases is a maintenance
factor, not a motivator.
Baron (1986) commenting on McClelland, described persons high on
achievement as possessing tendencies to be task oriented, to be concerned
with accomplishment of goals, to prefer situations involving moderate
levels of risk or difficulty and to desire feedback in their favor.
These persons prefer situations in which they can take personal
responsibility for outcomes. This situation will require a different
motivation from the leader, than for those with other needs. Baron
pointed out that the individual's productivity is influenced by the
presence of other group members. In some instances, performance improves
in the presence of others, especially when what they are doing is well
learned, and sometimes performance declines in the presence of others.
Here again one can experience non-productivity in an organization.
The type of task can affect productivity as well. According to Baron,
on additive tasks, where each teacher's individual contributions are
combined, "social looting" is known to occur. This can be explained in
terms of the number of people working on a task. The more people there
are working at a task, the less a group member contributes to it. This
situation occurs frequently in schools where courses overlap, or where
team teaching is done. Another type of task affecting productivity is
compensatory task, where judgements made by group members are averaged
together, and the group tends to do better than the average individual
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group member. In the school system, this can pose a problem especially
when the plan does not make allowance for group efforts. Teachers, more
or less, are not afforded much opportunity to work together, even though
there is much focus on collegial learning nowadays both at the school and
classroom levels, especially in Jamaica. Teachers can work together to
share information, materials and so on.
Another task is called disjunctive in which one solution to a problem
is accepted by all, as long as one group member comes up with the correct
answer and can convince others of its accuracy. Thus the group will
comply, and do as well as the best individual. Finally, there is a
conjunctive task, and in most schools here is where the problem lies,
because in such tasks the group can do no better than the poorest group
member. This can be experienced in many situations where teachers are
engaged in certain projects and have to depend on one another for input.
Besides, average scores are what matters, and teachers who produce high
scoring students soon find that the low scoring students soon give the
impression that teachers on the whole are not performing. Groups on the
whole then, tend to perform worse than the average individual group
teacher.
With all this discussion on the nature of the tasks, one can assess,
to a certain extent, why teachers are not performing as they ought to.
This brings us to the question as to whether it is better for teachers to
operate autonomously. There is a problem, however, with this question,
as can be seen by the structured nature of tasks that teachers must
perform. Given the nature of work, the teacher soon finds that lack of
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essential work materials may slow down his/her work to a great extent.
Many people feel that satisfied teachers are highly productive. Baron
(1986) has pointed out that job satisfaction and productivity may both
not Stan from the same condition, and that the two factors are not
directly linked. Of course, one has to look carefully at the type of
productivity. There are "standard" measures of performance, and teachers'
level of job satisfaction need not affect the quantity and even the
quality of their output. If some teachers are too satisfied in a school,
they will cease to perform. The leader/principal will be required to
choose the task to suit the maturity of conscientiousness of teachers.
Usually in countries like Jamaica, where the educational system is
centralized and most of teacher's work is not monitored for the most
part, the choice does not apply as it does in the USA. Thus the problem
of productivity is much more pronounced in Jamaica than in the USA.
In the USA, the problem is evidenced in teacher attrition of the
brighter and more qualified from the classroom within a few years of
entering, while their less qualified peers remain behind. This was
traced back to lack of opportunity for advancement in teaching and the
profession's low status as compared to other professions/occupations.
Seyfarth and Bost (1986) reported that during the 1970s, teaching declined
both in pay and security relative to other occupations. In Kalekin-
Fishman's (1986) article on Burnout or Alienation, the description of
teachers reported is appalling. Researcher in the article has described
them as "villains of the classroom," that they "obstruct children's
progress," they prevent children from acquiring knowledge relevant to
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themselves" and "inhibit the development of autonomy." They are
criticized for joining professional organizations that are monopolistic
self-interest groups, act to perpetuate the school hegemony, and are
accused of opposing technological progress, and intentionally blocking
effective change. Administrators complain about them as being indifferent
and apathetic.
In Jamaica, the situation seems grave. Everybody is complaining about
teachers' lack of performance in the school system. There are complaints
from parents, students and the community in general, and most of all,
there are complaints fran administrators/principals. Most of these
complaints are levelled at the high schools. Most of the factors affecting
productivity at this level involve teacher qualification, low status, poor
working condition, large class size, teacher absenteeism, and need for
autonomy.
Parents complain about the extra expenditure they have to put out
for extra lessons in order to adequately prepare their children for the
examination required of them. The situation is so grave that the number
of teachers to be found for additional lessons is equivalent to the
number of subjects to be taken. This situation has created a lot of
economic pressure on poor parents who initially can hardly afford to
provide for their children in the regular classes. Some parents regard
the situation as a "rip off" as most of the extra lesson teachers are
also the regular teachers. The view has been expressed by parents
interviewed, that that type of behavior is dishonest.
Students complain in exasperation about the amount of distance they
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have to traverse after school and even on weekends in order to find their
extra lesson teachers. Fatigue alone would seem to indicate that they
suffer diminishing returns in the learning process, but parents go along
with it because they have no alternatives because of their anxiety to
procure proper education for their children, which they perceive as the
only avenue through which they can achieve their personal goals/
objectives.
Teachers' response to this, is that this is their only means of
surviving economically, as there is no opportunity to earn from another
job to supplement the meager salary they receive as teachers (job
alteratives in that country are few). They themselves are burnout and
equally pressured.
The principals, instead of openly expressing a view would rather,
like the proverbial ostrich, "bury their heads in the sand." They see
the weakness in the system, they understand the reasons for it, they know
what corrective measures to be taken, they are not in a position to
rectify it, and so, they give the "blind eye." They are in a conundrum.
Teacher qualification has been blamed over the years for lack of
perfonnance. Each succeeding generation tends to believe that the
previous generation of teachers was better. In most cases cognizance is
not taken of the changes in the environment which have affected the
children, the classroom condition, the parental condition and so forth.
Authorities from the Teacher Training Colleges have stoutly defended the
present position and have cried foul. They claimed that the quality of
training is now better, and that the poor conditions existing in the
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profession cannot be attributed to improper training. They place most of
the blame on economics as the main factor for demotivation among teachers.
From observation and experience with the system in Jamaica, this
researcher can attest that many teachers at the secondary level were
trained originally to teach at the primary level, and some of them do not
possess the subject matter content nor the psychological knowledge to
operate effectively in the high schools, especially in the upper classes.
So, even though a high school may have its quota of teachers in accordance
with the pupil-teacher ratio, the teachers' lack of qualification to teach
those children preparing for examinations, is a problem. The problem is
further exacerbated by the recruitment of high school teachers of the
present diploma graduates from the teachers' colleges. Principals are
complaining about their inability to teach the students at the upper
levels effectively, because many do not know how to use the techniques of
imparting the knowledge that they have. (In Jamaica, the teachers'
colleges train teachers for primary and middle level education.)
Tied to teacher qualification is the problem of retaining the most
qualified in the school system. Yvonne Grinam (1987) writing about
teacher shortage in the Jamaica newspaper. Daily Gleaner of October 20,
1987, pointed out that the shortage has reached chronic proportions, and
that expatriates were being brought in. The shortages exist in high and
mainly secondary high schools in the areas of science and languages, and
teachers from Guyana were being recruited. The effect of this situation
can be seen in student's performance in the ordinary and advanced General
Certificate Examination (GCE) in both positive and negative ways.
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According to the UNESCO report, the number of passes at the Ordinary
(Grade 11) and Advanced (Grade 13) levels examinations is below that of
other Caribbean Centres. These examinations require a two-year preparation
period, and because this is so, the problem is compounded by the fact
that teachers who leave a school at the end of the first year, are
opening the doors for teachers who take up the second year, and the
adjustment of both these new teachers and students to each other means
that continuity of methodology and emphases will be lost. Suffice it
to say, that new teachers, though highly qualified, can be low on
productivity, especially if students view them negatively. Thus
productivity is really contingent on student attitude or behavior.
Many teachers complain about large class size in the high school
especially in grades 7 to 9. In a typical social studies/history class
for instance, a teacher who is required to teach 30 periods of history
per week may encounter as many as 250 students each day because of the
number of hours allotted to such teacher and the grade levels to contend
with. Such a teacher could be teaching from grades 7 to grade 11 and
preparing students for examinations as well. From this perspective,
it can be seen that class size can affect teacher productivity,
especially at the daily planning stage, evaluation and so forth.
Teachers are overburdened. The demands of the Caribbean Examination
Council) re course work examination, mean that these teachers who
work across grade levels have extra work to do, so in order to do their
best, they choose priorities for helping students.
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Large class size affect the working conditions under which teachers
work interpersonally, curricula-wise, methodologically, innovative-wise
and so forth. Because of the rules on number of periods to be covered
in the week and the constraints of curricula offerings, teachers in
general do not find time to give individual assistance to those children
requiring such assistance. This situation in many instances, reduces the
teacher methodology to lecture and drill and much room for innovativeness
is not sought for. This possibility of the teacher's performance being
matched by students' achievement is evidenced by the fact that many
children fail and teachers are blamed for this. The society determines
teachers' productivity through students' results on standardized tests.
Test scores alone, however, cannot measure productivity as many other
variables do influence student's performance on tests. Beside this
problem, there is also the school's emphasis on fundraising efforts in
which teachers are heavily involved to help cope with rising demands of
supplementary school budgets. Teachers are also busy with extra¬
curricular demands which affect the quality of work they produce.
The working condition, which involves much emphasis on fundraising
efforts, are seen by many teachers as time consuming and distracting in
terms of addressing the needs of teaching. Some teachers have a problem
choosing between teaching and fundraising efforts. Sometimes much more
time is taken up with the latter. This therefore depresses the status of
the profession, and breeds much animosity and dissatisfaction among
teachers. In the radio Cal 1ing-In-Programme of August 19, 1987 of
Jamaica Broadcasting Corporation, a teacher voiced his dissatisfaction
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and blamed it as government's insensitivity to the needs of the teachers*
On that same day another caller described the plight of administration's
dependence on fundraising to maintain buildings, sanitation and so on.
Needless to say that in addition to low salaries, the status of teachers
could be said to be in limbo, especially if these are some of the
criteria by which status is defined. It appears to me, however, that
younger teachers are the ones disenchanted with the status of the
profession in Jamaica, and as a result, nowadays, only those high school
graduates who cannot get into U.W.I. or C.A.S.T. (see definition of terms
page 29) whether because of lack of qualification, financial constraints
or otherwise, are entering as Trainee Teachers. This is bound to have
serious repercussions on the performance of teachers especially in the
higher grades of High School where graduates trained in Science and
English, are needed.
In my observation, another variable which affects teacher
productivity is teacher absenteeism. The absence of a classroom teacher
in the U.S.A. requires a teacher substitute, but this is not a feature
of the Jamaican educational system. When a teacher is absent, the rest
of the overtaxed staff are required to use some of their time to attend
to the students of such a class. Teacher absenteeism in Jamaica, for
the most part, means that students will be left unsupervised, and so
indiscipline, idleness, loitering and poor attitude toward work and
education result. Sometimes, too, when a teacher does not make up the
periods lost, syllabuses are often not completed, and the results of
examination in some schools as compared to others where teachers are
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present at all times, are always poor. This is noticeable in many of
the upper forms of high school and teachers are blamed for non
performance and non-teaching.
One of the variables which in my estimation affects teacher
productivity most critically is the lack of supervision of teachers. In
many schools, young teachers are disillusioned because they are given the
school's curriculum and assigned classes with no continuous monitoring of
work. Sometimes in the same school different curricula exist for the same
grade level classes due to lack of coordination on the part of supervisors.
Hence children are prepared differently even though there is a
centralized system of education. This problem is further compounded
by the fact that there is no performance appraisal in place. This
means that accountability is not built into the school system, and there
is no way of determining teacher performance objectively.
It seems that this is the reason society sees student achievement
on examination as the only means of judging teacher performance.
One concern of many educators in the island is the cutback of
regional educational officers, coupled with the dismantling of the
regional education offices. This appears to mean that more and more
principals/supervisors are expected to do the examination of their own
schools together with teacher performance and in so doing are held
accountable for what goes on in schools. When the system is examined,
however, this is not so, since no policy is put into place nor programmes
developed to this end. Besides, teachers still lack the autonomy to
decide on many factors affecting them, especially in the area of
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curriculum planning. Many plans have been made and decisions taken on
what schools should do without the teachers' input.
There is also no systematic manpower projections/forecasting to
deal with the changing demands of schools, and therefore no attempt to
redress the problem of shortages in the science areas in particular. The
five-Year Education Plan of 1978 to 1983 has not yet been updated to
incorporate new demands and changes and additional goals of the
educational system. Teachers are faced with the problem of policy
decisions which affect them, but are informed too late, and because there
is no avenue for consultation and feedback or involvement, a general
apathy prevails. Thus low morale exists among teachers, and poor
interpersonal relationships mark the relationship between the ministries
and the school system in general.
From observation, it can be concluded that many teachers go through
the motion of the teaching act daily without success in reaching their
students or fulfilling their personal goals, either because they have
not received the due compensation, or because they have no alternative
but to teach. This problem, if allowed to continue, will have tremendous
repercussions on student achievement in the final analysis.
Definition of Terms
Secondary Education: This is education of students enrolled in the upper
grades, 7-9, of all age schools (ages 6-15), new secondary, secondary
schools (traditional grammar schools), technical high, comprehensive,
vocational and agricultural schools.
High Schools: This refers to the traditional grammar schools
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(grades 7-13) and accommodate children who have passed the 11 + Common
Entrance Examination being qualification to entry into such schools.
New Secondary Schools: These schools accommodate students who have
failed to qualify for entry through the common entrance (11+) to the
traditional high school. Sometimes this school is referred to as the
poor cousins of the high schools (grades 7-11).
A11 Age Schools: These schools are primary (elementary grade 1-6) and
grades 7-9 combined; usually referred to as "glorified" elementary
schools.
Teachers' Colleges: These are tertiary institutions designed to prepare
teachers to teach in the primary and middle secondary schools.
Regional Offices: These are offices of the Ministry of Education
established in named zones to carry out specific functions stipulated
by the ministry.
Education Officers: These were formerly known as Inspectors whose main
task was to visit schools and evaluate or assess the work of the schools-
both teachers and students.
Extra Lesson Teachers: Teachers or other professionals who engage in
helping, on an individual basis, students needing special assistance
with their school work. Sometimes their rates exceed that of their
monthly salaries.
CAST: College of Arts, Science and Technology
UWI: University of the West Indies
30
CHAPTER TWO
REVIEW OF RESEARCH LITERATURE
The review of the research done since the turn of the decade
indicates that Herzberg's theory is being applied to a greater degree to
educational administration. Bartelson (1980), in a study in which he
analyzed Principal's Perceptions of satisfiers affecting Teacher
motivation, discovered that with the exception of status, social benefits
and recognition, there was no significant difference between these
principals' responses and the demographic variables. The state where
employed, years of experience, school population, and geographic location
(urban vs. rural) appeared to have little influence on principal
attitude toward motivational and hygienic needs of teachers.
The principals in the survey appeared to be aware of the teachers'
motivational needs when discussing categories that encompass such needs.
Needs such as feelings of achievement, recognition, the work itself,
responsibility, and advancement opportunities were cited as important to
teachers, but when the principals were asked to rate the importance or
the factors making up the categories, they were given lower rating than
were given by the teachers. There was a significant difference in rating
between second level decision making factors and hygiene related factors.
Principals spent minimal amount of time attending to second decision making
factors. It was also found that there was very little difference between
time and effort spent on motivation as contrasted with hygiene factors.
Principals did not cite motivational factors as being most important to
second level decision making.
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Openshaw (1980), in a research conducted to test Herzberg's
motivation/hygiene theory of job satisfaction in a higher education
setting and to determine if there is a significant difference in overall
job satisfaction according to demographic and situational variables,
discovered that respondents exhibited a high degree of job satisfaction.
The findings revealed that, contrary to Herzberg, both motivational and
hygiene factors were primarily related to feelings of job satisfaction
rather than to feelings of job dissatisfaction, and hygiene factors were
significantly greater indicators of job satisfaction than were motivation
factors. Academic administrators have significantly higher overall job
satisfaction scores than did full-time teaching faculty.
Another study was done by Burr (1981) to apply Herzberg's theory to
examine job content factors related to (1) job attitudes for community
college and university directors of admissions, registrars and directors
of placement, (2) to identify specific motivators and hygiene relevant
to the administrative positions (3) to verify the support of the theory
to an educational setting and (4) to compare the determinants of job
satisfaction/dissatisfaction among these positions and across the two
types of institutions. It was revealed that for each position studied,
motivators contributed significantly more to job satisfaction than did
hygiene, thereby supporting the applicability of the theory.
The findings also revealed that across the three job positions, the
determinants of job satisfaction included such motivators (M) and hygiene
(H) in order of significance as: achievement (M), recognition (M), work
itself (M) interpersonal relationships (H), possibility of personal
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growth (M), and responsibi1ity (M): it was revealed across the three
positions that the determinants of job satisfaction, in order of
significance, included company policy and administration (H), presence or
absence of achievement (M), interpersonal relationships (H), supervision-
(technical) (H), and the work itself (M).
A significant difference was found in the relative contribution of
motivation and hygienes to the job satisfaction/dissati'sfactibn among the
community college position. This was also the case among the university
position.
Lacewell (1983) sought in his study to measure the level of
job satisfaction of full-time faculty in six community colleges and
twenty-four area postsecondary vocational-technical schools in Arkansas,
using Herzberg's two factory theory. He also compared job satisfaction
level of the three categories of faculty to be surveyed, viz college
transfer faculty, occupational-technical faculty in the community
colleges and the faculty in the area postsecondary vocational-technical
schools and to test the theory of job satisfaction to these groups of
faculty.
The findings revealed a significant difference in the level of
overall satisfaction among the three groups. The occupational-technical
faculty in the community college tended to be the most satisfied. The
job satisfaction variable "Work Itself" ranked highest for all categories
of faculty while salary ranked lowest. There was no significant
difference in the level of satisfaction between males and females for
any of the variables or of the three faculty groups. There was also no
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significant difference in the level of satisfaction based on faculty
education. Each of the variables showed a degree of relationships with
the overall satisfaction variables. Soiae of Herzberg's hygienes acted
more like motivators than as hygienes, while the reverse was true of the
motivators. It was the conclusion that while all the job satisfaction
showed strong relationships to the level of overall satisfaction, there
was no clear cut delineation between motivational and hygiene factors.
Olasiji (1983), in his dissertation, concentrated on gaining
information about the morale and job attitudes of the faculty and the
university administration in a Nigerian University. He attempted to
delineate the situational factors that promote or lead to job satisfaction
and job dissatisfaction among two groups of the university employees. The
findings of the investigation indicated that five out of six motivators
were strong determinants of job satisfaction among both faculty and
administrators. Hygiene factors were seen as the major sources of job
dissatisfaction among both groups. The leading motivators with hygiene
factors with faculty differed from those with administrators. There
was not much difference found among the hygiene factors leading to
dissatisfaction among the two groups. The study is basically in agreement
with Herzberg's previous findings.
Thomas (1983) investigated whether teachers and nurses perceived
either motivation or hygiene factors to be greater motivators, whether
these job factors were present in their jobs, whether there was a
difference between the job factors required by nurses and the factors
desired by teachers, and whether there was a difference in the degree to
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which nursing and education provided the needed job factors. The findings
revealed that neither teachers nor nurses perceived a greater need for
either motivation or for hygiene factors. Neither of the groups felt
that one sat of job factors was present in their job to a greater degree
than the other set. Nurses felt that their job provided motivation and
hygiene factors to a greater degree than teachers. Both groups felt that
they needed motivation and hygiene factors to a greater degree than those
factors that were present in their jobs.
A study was done by Khojasteh (1984) to conduct a qualitative
research investigation on motivation among middle managers in private
industry, and to compare findings derived from the data with Herzberg two
factor theory. Findings from the study revealed that Herzberg's theory
was basically supported, except for job security and compensation,
contrary to Herzberg's argument that neither money nor job security has
a significant "Motivation Potential" for middle managers.
Sithiphand (1983) designed a study to examine employee motivation
based on Herzberg's theory in selected Thai commercial banks, to
identify those factors which contributed to job satisfaction/
dissatisfaction. It was discovered that four motivation factors, namely,
achievement, recognition, advancement and work itself together with seven
hygiene factors, namely, company policies and administration, interpersonal
relation-subordinates, interpersonal relations-peers, interpersonal
relations-supervisor, job security, personal life and working conditions
were found to be statistically significant as primarily related to job
satisfaction for all respondents. Responsibility was significant as a
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dissatisfier. Possibility of growth, supervision-technical, salary and
status were not statistically significant. Interpersonal relation-
supervisor, recognition, interpersonal relation-peers were greatest
sources of job satisfaction, while work itself, salary and company policy
and administration were the greatest sources of dissatisfaction.
Rusnak (1984) in his study examined the level of academic
organizational satis.action between union and non-union faculty at
institutions of higher education. A comparison was undertaken and an
attempt to gain insight into variables that would be better predictors
of faculty organizational satisfaction. His conclusion was that the
independent variables of the POC-A cannot either support or refute
Herzberg's theory. Also, that among faculty and institutions selected,
a significant difference existed in the satisfaction of the faculty with
the academic organization between the non-union and the union faculty
showing a higher rate of satisfaction.
Smith (1983) in a study of the motivational factors contributing to
job satisfaction for nurses, sought to identify the motivator and hygiene
factors that contribute to RN's and LPN's job satisfaction/dissatisfaction,
and to determine if nurses were satisfied or dissatisfied with their job
positions.
The findings indicated that hygienes contributed to job
dissatisfaction but no significant difference was found to exist between
motivators and hygienes contributing to job satisfaction for both RN's
and LPN's. The most motivating factor for both groups was enjoyment of
work, while the most valued hygiene, working conditions; but for LPN's,
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salary, working conditions and relations with co-workers were equally valued
hygiene factors. For RN's, working conditions were listed as the chief
factor to those dissatisfied with their present working positions. No
significant difference existed between the two groups with regards to the
value they placed on motivators. LPN's, however, placed greater value
on hygiene than did the RN's. Regarding the demographic data, there was
only minimal significant difference between males and females on the value
they placed on the factor recognition, while females valued recognition
more than males. Females also valued hospital policies more than did
males.
In a study done by Mataheru (1984) in Indonesia, the difference in
job motivation between two groups, namely Sekolah Menengah Perintis
Pembangunan (new high schools), Sekolah Menengath Atas (transitional high
schools) was investigated. It was discovered that highly motivated
teachers determined school effectiveness, and the SMPP's were truly more
effective than the SMA's. Hence application of Herzberg's theory. The
study confirmed that the satisfiers were significantly higher among
teachers in SMPPs. It did not support the assumption, however, that
dissatisfiers were significantly higher in SMPPs as well. There was no
noticeable contrast between satisfiers and dissatisfiers. The main
conclusion was that no system was mt e effective.
Cates (1985) purported in his research, to determine whether the
motivation/hygiene theory of worker satisfaction or dissatisfaction was
applicable to teachers in fundamentalist Christian schools. The factors
studied were achievement, recognition, advancement, responsibility and
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work itself, while hygiene factors were salary, working conditions,
company (school) policy and administration, supervision and interpersonal
relationships. (No findings-written—abstract exceeded stipulated maximum).
Steffen (1984) sought to determine whether relationships existed
between sources of organizational stress of elementary and secondary
principals and their motivation to work. The findings revealed that
elementary and junior high school principals reported significantly higher
frequencies of stressful incidents on the job than secondary principals.
Most principals, irrespective of school level, reported relatively low
frequencies of stressful incidents. Job stress for principals was more
highly associated with lack of hygiene than with motivators. The lack of
funding, supplies, and equivalent, was perceived to be more of a problem
in suburban elementary schools than in suburban secondary schools. Job
stress was negatively correlated with job attitude for both elementary
and secondary principals in the sample.
Tucci (1984) conducted a study to explore the relationship between
Herzberg's motivator and hygiene variables and the state of satisfaction/
dissatisfaction of teachers in the Howard County Public School System.
The results indicated that three problems related to hygiene variables
were identified. Firstly, the problem of physical surroundings--
ventilation, lighting, climate-controlled, windowless type school coupled
with strong need for higher salary and fringe benefits; secondly,
teachers' perception that they should be compensated based on their
efforts to improve pay via merit pay plan; thirdly, in relation to
company policy and administration, a strong lack of trust in the system's
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leadership. Trust is very important in the work relationships.
It was also discovered that teachers had a strong need for meaningful,
interesting and challenging work. They felt that there was too much
emphasis on non-instructional needs which divert them from fulfilling
their creative potential.
Engelking (1985) tried to identify and analyze factors affecting job
satisfaction/dissatisfaction of public school teachers from two states--
Idaho and Washington, in his research. The results showed that the most
important factors contributing to job satisfaction for teachers at all
levels in both school districts were recognition and achievement, that
the most prominent factor of job dissatisfaction for teachers at all
levels in both school districts was the factor of relations with students,
parents and other patrons, and that fewer factors for satisfaction were
identified than factors for dissatisfaction.
Another study was done by Hilton (1985) to identify and compare
factors that lead to job satisfaction/dissatisfaction of Idaho post¬
secondary vocational education faculty members employed in public
institutions. The study also sought to determine levels of job
satisfaction of two sub-groups within the population of the faculty
members, those employed by four-year institutions as compared to those
employed by two-year institutions in Idaho. It was found that each
school's faculty identified similar factors that contributed to their
job satisfaction and/or dissatisfaction. It was also found that no
significant difference existed between the faculty members employed at
four-year schools concerning factors identified as job satisfiers/
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dissatisfiers--Recognition, Work Itself, Achievement, and Interpersonal
Relations. While Students were the main satisfiers in both groups.
Interpersonal Relations, Students, Administration and Salary were the
main dissatisfying factors for both groups. Thus, the conclusion that
there was no significant difference in the level of job satisfaction
between post-secondary vocational education faculty in two-year
institutions and four-year institutions in the State of Idaho.
A study was done by Taylor (1987), the purpose of which was to survey
the certified staff of Florida public elementary schools to determine how
Herzberg's theory was perceived as being met in their current school
employment. The findings showed that factors such as Advancement, Salary,
and Personal Life were perceived by more than half of the subjects as not
contributing to their job satisfaction. No significant difference was
found between male and female except for Responsibility, nor between
those with M.A. degrees and those with B.A. degrees regarding any job
factor. Teachers with more years of experience tended to perceive job
factors as contributing to their job satisfaction than those with lesser
years of teaching experience.
Finally, Khillah (1986) assumed in his study that Seventh-Day
Adventists' secondary-school teachers were confronted with most of the
same motivating factors as their counterparts in the public schools, and
that job satisfaction could result in teacher mobility which may disrupt
the operation of any school system.
The conclusion reached in the study are fourfold:
1. The principals' role in motivating teachers is vital.
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2. Older teachers were more satisfied than younger teachers.
3. The main satisfiers were interpersonal Relations with principal.
Interpersonal Relations with Peers, Other Staff, and Parents and
also Interpersonal Relations with Students.
4. The main dissatisfiers were union/local conference policies and
educational leadership provided, job security and interpersonal
relations with principal.
From the foregoing presentation of the review of studies done
involving the use of Herzberg's two factor theory, it can be concluded
that for the most part, the theory has been applied in various areas of
education, namely, administration, teaching, nursing, and aimed mainly at
determining the levels of job satisfaction and dissatisfaction, morale,
and job attitude and stress. From the various findings, this aspect of
the review has support for the view that different versions of the theory
have led to different interpretations and findings. They also suggest
that both motivators and hygienes can lead to both satisfaction and
dissatisfaction. Conversely, however, some of the studies done support
the view that motivation leads to more job satisfaction, and hygienes to
dissatisfaction, thus supporting the theory.
From a closer examination of the theory coupled with these findings
and conclusions drawn, it can be generalized that the motivating factors
are seen to be very effective in motivating people at work to greater
productivity, while the hygienes do not. It seems that motivation will
prevail if workers experience the opportunity to achieve, if they are
given more responsibility, if the opportunity for advancement is present,
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if recognition is given to them for their efforts, and if the work itself
provides then with satisfaction. In many countries, it seems that
improvement in v/orking conditions and school climate will help to provide
more motivation to work. Motivation also depends on the nature of the
task to be performed and the position/role of the teacher/worker in the
work hierarchy as the studies show. Lower level workers operate mainly at
the physiological needs level and, thereby, experience less job satisfaction
in terms of recognition, achievement and so forth as Herzberg's theory
describes. In my opinion, what ought to be emphasized in the findings is
that both motivation and hygiene factors can lead to both satisfaction
and dissatisfaction, and this depends largely on the worker's perception
of the job situation and the administrator's leadership and support.
Implicit also in the research reports is the view that people take credit
when things go well, but when things go bad, when conditions are poor,
there is a tendency to blame the organization. Some hygiene factors
motivate to allow people to remain on the job. So although people are not
necessarily happy, there is something that will cause them to remain.
Harzberg argued that when those concerned with management seek to
increase motivation to work by raising pay or salary, or improve working
conditions, they are actually lessening hygiene factors, since these are
external factors and external factors do not motivate, and since
motivation comes from within the individual and is a psychological factor,
which is based on what an individual believes in. It follows, that
motivators can cause dissatisfaction also if people do not believe in the
type of recognition being offered the promotional opportunities, given
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greater responsibilities together with autonomy and authority.
Style of Supervision
Kimery (1982) in a study done to determine if leadership behaviors
of school principals were significantly related to teacher-perceived
motivational factors leading to instructional improvement, discovered that
when principals exhibited consideration and tolerance of freedom
dimensions, teachers were more highly motivated in instructional
improvement.
Bartelson (1980) in determining the degree to which elementary
principals' awareness of organizational and administrative factors
satisfy or dissatisfy elementary teachers, discovered that the principals
in the survey appeared to be aware of the motivational needs of teachers,
but when asked to rate the importance of the factors, the ratings were
lower, than perceived by teachers.
Edward Green (1984) and his colleagues claimed that successful
principals are skilled in instructional supervision. To do their job
effectively and efficiently, such principals must have a knowledge of
what effective instruction consists of, as well as having a set of
interpersonal relationship skills that allow them to identify teachers'
instructional problems, identify causes of those problems, and be able
to intervene in ways to facilitate professional growth in teachers,
rather than to create defensiveness. To a great extent, this is true,
but more is required of the principal to be successful. According to
Alfonso, Firth and Neville (1985) efficient supervisors possess three
kinds of skills, namely human relations, managerial and technical.
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Managerial skill will help him to choose the appropriate style of
leadership to induce teacher productivity, while the technical skill will
assist him in planning for productivity in the organization. Thus the
leader who possesses managerial skill will vary his leadership style to
suit the situation in order to motivate his staff. Most studies done
since the 1980s emphasize the importance of the principal's role in
productivity. This is so because the principal in the school system
has the most authority to stimulate staff members to quality performance.
Principals have the authority from two sources, namely nomothetic
bureaucracy of the school system, where the amount of authority members
have, is dependent upon their place in the hierarchy; and idiographic,
based on the unique aspect of the individual's personality. It is
believed that the idiographic source accounts for a larger proportion of
decision acceptance by teachers than the nomothetic dimension. It was
discovered in a study done by Ghonaim (1986) that job satisfaction was
positively related to trust for administrators and teachers, negatively
related to hindrance from administrators, and positively related to
overall climate and esprit de-corp for teachers.
The findings so far showed that to a great extent, the principals'
supervisory position influences work production in schools. This can be
substantiated by many other studies already done. Schonberger (1986) for
instance, pointed out, that most supervisors possess a set mental model
of teaching performance by which they judge teachers and by which they
recommend change and improvement. He argued that.
such rigid supervisory practices subordinate teachers, who
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present "problems" to a "specialist" trained to assess their
difficulties and prescribe remedies... Instead of encouraging
teachers to take control of their own striving and growth,
the externally controlled education objectives, teaching
materials, assignments, and schedules have produced a feeling
of dependence, insecurity, powerlessness, and subservice among
teachers (Vincent L. Schonberger, University of Ottowa,
University of North Carolina Press 1986).
It is evident from the argument that supervision affects productivity, and
that the bureaucratic nature of large schools create further problem.
Schools nowadays, are governed by "an elaborate system of rules and formal
proceedings... at the same time, the size and complexity of the
organization forces it to become hierarchical" (Torsten Husen, 1985, Phi
Delta Kappan, February 1985, page 398).
Husen (1985) emphasized that schools suffer from meritocracy and
bureaucracy. In my opinion, this is so because of its state-controlled
nature. Teacher recruitment policy is based on elaborate legislation and
rules procedures. Accordingly, Seyfarth (1986) and Bost postulated that
schools are perceived by many people both inside and outside of
the teaching field as oureaucratic organizations which attach
more importance to the enforcement of rules, than to the welfare
of teachers and students. (Seyfarth and Bost, Journal of
Research and Development in Education, Vol. 20, No. 1, 1986,
page 1).
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They further pointed out that the district level administrators control
some of the factors which affect the quality of teachers' work lives.
These include policies on class size, handling disciplinary problems,
selection of books and materials (which affect teacher satisfaction and
accomplishments), decisions concerning salaries and other benefits, and
also performance education procedures. This means that^administrators or
school superintendents affect the quality of teaching significantly. What
is not clear in this study is the effect of these policies on teachers'
perception. What can be delineated from this report, however, as regards
evaluations, is that it can be demoralizing, since there is the
impossibility of judging performance objectively and reliably, and since
also the criteria for judging teachers, are pre-determined. Conversely,
however, since such evaluations require managers and employees to discuss
job responsibilities, objectives to be achieved and the method of
evaluation, principals can provide teachers with clear guidelines of the
expectations and establish a common framework for evaluating them. This
leads to supervision, and the main strategy of the principal ought to be
the use of clinical supervision. From this perspective, the principal does
not only evaluate but monitor the teacher's performance. The appraisal
of performance is a formal policy and is an official position of the
organization, and all principals/supervisors are required by the rules to
abide by it, because this is done not only to meet the legal requirement,
but also to determine decisions regarding retention or tenure on the one
hand, and to provide growth improvement and development on the other.
Some teachers, as Schonberger (1986) pointed out, are anxious.
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fearful, suspicious and resistant to supervision, because it poses a
psychological threat and results in unrewarding consequences. However,
clinical supervision is designed to improve instruction by means of
systematic planning, observation and analysis of the teaching act. Thus
and according to Schonberger,
...supervisors who intend to promote professional
responsibility, personal growth, and creative teaching,
instead of fostering fear, dependency and conformity... need
to adopt a more open, reflexive, and personalized supervisory
approach (Vincent L. Schonberger, The High School Journal,
April/May 1986, p. 253).
The motivating aspect of this approach cannot be over-emphasized, because
the lack of quality supervision in the profession can be viewed as a part
of the problem causing low productivity. It is the principal/supervisor
who ought to be the catalyst for greater interest in better performance.
He/she ought to set the example of what it means to be self-disciplined,
and committed to goals of the organization and treat staff members fairly.
This he/she can do by delegating responsibility which will in turn
influence a sense of duty and common purpose in each teacher.
Principals have a lot of effect on the school, especially on teachers
and their central dimensions of their orientation toward work. Effective
principals are those who can employ administrative strategies to reduce
role conflict and role ambiguity. This they can do by establishing clear
lines of authority, creating clear teacher job descriptions and making
rules explicit. This is a part of their bureaucratic duties, and
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bureacracy is important and useful in this context for such expressions.
In addition to these, the effective principal knows when to involve
teachers in defining goals and objectives, and also in organizing support
groups. These are ways whereby teachers can be motivated to goal
attainment rewards, both personal and organizational.
Blase (1987) pointed out in his analysis of data concerned with
"Teachers' Perspective on Ineffective School Leadership," that some
principals exhibit avoidance behaviors by being unavailable to deal with
problems when needed in the school. He labelled these as ineffective, or
described them as having ambiguous expectations when they fail to provide
information regarding policy, goals, rules and teacher evaluation
criteria. He linked other behaviors such as indecisiveness, inability
to listen, blaming, inadequate problem conceptualization, poor timing
and defensiveness to ineffectiveness. "Ineffective principals frequently
fail to provide opportunities for 'input,'" Blase continued. In short,
principals who are ineffective neither initiate tasks, nor show
consideration for workers. Hence workers (teachers) being on their own,
experience much negative self-worth, and lack of direction which in many
instances results in non-performance/unproductivity.
Dickmann (1986) purported in a study to describe and interpret in
context, the administrative behavior of a rural secondary school principal
with respect to the criteria associated with effective schools. His
findings described the principalship as time intensive, people intensive
and dominated by all initiated interactions; fragmented, disjointed,
and varied, intellectually and emotionally volatile, preoccupied with non-
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instructional issues and dependent on ritualized routines to organize and
allocate administrative attention to the instructional program and other
priority tasks. These activities, in my opinion, do not count for good
policy or effective supervision. While the principal is being actively
achievement oriented, he, through his attitude, activities, and behaviors,
can inspire teachers to effective group efforts. This can be done by
presenting the staff with the developmental strategies, by having all
groups operating at the problem-solving level, as Glickman and Gordon
(1987) state, with the supervisor using nondirective, interpersonal
behaviors to facilitate the group's decision making. Thus staff
development programs will be effective when they, according to Glatthorn
(1987), reflect sound research, create a spirit of dialogue, and respond
to district goals using v/hatever time available.
Achievement
Motivation of teachers to work, however, effective a principal may be,
depends essentially on the teachers' perception of the leader and also the
teachers' needs. The literature reveals that people who are achievement
oriented have a desire to excel. Baron (1936), commenting on McClelland's
research, describes persons high on achievement as possessing certain
tendencies. These tendencies include, being task oriented in outlook--
concern with task accomplishment, preferring situations involving moderate
levels of risk or difficulty, and strongly desiring feedback in their
favor. In so doing, they are able to adjust their goals to assess their
success. These persons also prefer situations in which they can take
personal responsibility for outcomes.
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The tendencies mentioned are very important in decisions concerning
workers. It will be important for the leader to set challenging goals
which he/she expects subordinates to perform at the highest levels.
Subordinates' motivation is of paramount importance in productivity, and
if a person needs to excel and a leader can help him/her achieve such a
goal, then such behavior can be deemed as effectively contributing to
the achievement of goals. Some of the studies done concerning achievement
have been found to correlate significantly with motivation. In
Sithiphand's (1983) study on "Testing Employee Motivation," achievement
was found to be statistically significant as primarily related to job
satisfaction.
In Bartelson's (1980) findings from his investigation, feeling of
achievement was one of the variables which stood out as motivating and
important to teachers. In Harbin's (1980) research in Managerial
motivation, where he investigated managers' need for achievement,
affiliation and power, it was found that upper level managers possess
higher need for achievement motive fulfillment deficiency. The findings
suggested that together with need for power, and need for affiliation,
the need for achievement is also related in various ways to their
performance and satisfaction. It seems that the more teachers are
satisfied with their jobs, the more will be their need for achievement.
Ellis' (1986) study clearly reveals this. In her study, she found that
teachers with high needs for growth and achievement saw greater
responsibility for their jobs than did those with low growth needs.
It is clear from these studies that people who are in great need of
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achievement are those who operate at the higher levels in the organization.
This means that for top-level personnel to be productive in the
organization, much focus ought to be laid on the provision of those
opportunities that will assist them in realizing such needs.
Guice (1985) conducted an investigation to study the relationship
between self-esteem and achievement motivation among voccitional-technical
school students. His findings indicated that a positive relationship
exists between self-esteem and achievement motivation in vocational-
technical students, both as a group and within subsets. The relationships
between those two variables—achievement motivation and self-esteem,
remained significant irrespective of sex, level of program, or course of
study.
Guice's study focused on students, but it is interesting to note that
studies done with teachers concerning job satisfaction and achievement
revealed that many teachers saw the most important factors as contributing
to their jobs as recognition and achievement. Studies done by Enkelking
(1985) Hilton (1985) and Mataheru (1984) substantiate this revelation.
In his article on "Teacher Autonomy vs. Curricular Anarchy,"
Glatthorn (1987) pointed out that teachers who had strong need for
achievement—which is a need to feel that they were efficacious in helping
students learn, ought to be recognized by those attempting to exercise
control over curriculum making, because the need for achievement seems
basic to teachers as professionals.
Teachers who have strong need for achievement are usually considered
to be task oriented, and their major concern is getting things done and
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accomplishing goals. They are less concerned with the socio-emotional
aspect of worklife. Baron further described than as having a tendency
to prefer situations requiring moderate levels of risk/difficulty,
particularly those in their favor and also having strong desire for
feedback on performance, so that they can adjust their goals in terms
of current conditions, and also being placed in situations of personal
responsibility.
Baron pointed out that persons with high achievement needs do not
always make better managers than those without such motivational needs.
This is so because the tendency of such persons is to want to do
everything themselves, and this approach is not always readily accepted
in organizations. Their need for immediate feedback also robs them of
their efficiency, since feedback, in many instances, is not readily
avallable.
Recognition
Of all the variables that appear to stimulate high productivity of
workers, recognition is the most popular. So important is this variable,
that most administrators devise strategies whereby they can provide
teachers with incentives. For example, there are notices of teachers
who have done creditably, some are honored in special ceremonies and
some are congratulated for outstanding accomplishment in schools, for
example, improving instructions, getting better school-wide test scores
and so forth. Some states in the United States even devised recognition
programs for promoting motivation of teachers.
In California, for instance, a part of their accountability strategy
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was to identify and recognize exemplary schools throughout the state.
Hence the California School Recognition Program is currently being
launched (California State Department Report, 1985). In this program,
schools will receive recognition for performance standing and for growth
from base-year level. Schools demonstrating exemplary achievement as
compared to the rest of the state, for particular population will be
recognized for their performance. Schools showing the most growth from
their base-year levels will be recognized for its progress. This
program will involve the cooperation of local districts, community and
service groups and other organizations, but monetary incentives are not
part of the program.
The importance of recognition is seen from studies done, using it
as one of the variables. In Engelking's (1985) study to identify and
analyze the factors affecting job satisfaction and dissatisfaction of
public school teachers, the most important factors discovered, were
recognition and achievement. Hilton (1985) comparing the factors that
lead to job satisfaction and dissatisfaction of Idaho post-secondary
vocational education faculty members used in the Herzberg's Critical
Incident Questionnaire, discovered that there was no significant
difference between faculty members at four-year schools and two-year
schools concerning factors such as recognition, work itself, achievement
and interpersonal relationship.
Picard (1986) also compared the perceptions of public classroom
teachers and school officials about selected factors believed to motivate
teachers to improve teaching performance. Factors used as independent
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variables were financial considerations, intrinsic considerations, and
recognition considerations. It was found that teachers in the age
groups 21-30 and 36-40 rated recognition as having greater motivational
value than did teachers in age group 41-45.
Smith (1983) identified in his study the motivation and hygiene
factors that contribute to RN's and LPN's job satisfaction and
dissatisfaction, and discovered from the survey that recognition was
the chief factor listed for those who stated they were dissatisfied with
their nursing position. In analyzing the demographic data, there was
only a few significant differences between males and females on the
value they placed on the factor recognition, with females valuing
recognition more than did the males.
McLaughin et al (1986) in "Why Teachers Won't Teach" commented on
a dedicated teacher's concerns about recognition being infrequent, that
no one says "Thank you," and that service oriented professionals are
perhaps more selfless than individuals in other kinds of occupations,
but they need recognition for their contributions and accomplishments as
much as do others and perhaps more. When recognition and respect are
not forthcoming, many teachers, especially the most talented and
dedicated, conclude that teaching is not worth the effort. It is
evident, that this lack of recognition for teachers' services had led
and is still leading to much non performance, especially in high schools
which absorb the more qualified teachers who are in competition with
their counterparts in other fields, and who are not only getting the
recognition, but are operating in better working conditions and receiving
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higher remuneration and also more reasonable salaries.
Responsibi1ity
Division of responsibility is an important feature in organizations.
In most situations, responsibility is given to senior personnel with
experience in how organizations function and achieve their goals, and
also to mature persons with the expertise to do a good job without being
supervised. Responsibility needs, when fulfilled, can lead to much
productivity or better performance, since those in the position will have
to carry out such duties as entrusted to them. Studies done, show that
teacher absenteeism were lower when greater participation in the schools'
management was perceived. Ellis (1986) explored the relationships among
job design, supervisory behaviors, and teacher motivation in her study,
and discovered that teachers with high growth needs and achievement, saw
greater meaning in their jobs and assumed greater responsibility for
their jobs than did those with low growth needs. Johnson (1986) in her
article "Incentives for Teachers" pointed out that teachers often report
that they are discouraged by work that promises the same responsibilities
at the beginning and last days of their careers. Teachers need change.
Thus as Johnson further pointed out, differentiated staffing plans which
began in the 1970s and career ladder plans are designed to widen
teachers' responsibilities and introduce opportunity for promotions, and
are intended to serve as incentives for not only experienced teachers,
but prospective teachers as well. Thus a variety of responsibilities
can be created ranging from the sole responsibility of classroom
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development, supervision and inservice training of the master or career
teacher.
In an action research done by Edwina Hill (1977) in v^hich she
developed a model management system for elementary school principals,
she suggested a system organized in separate autonomous units, to ease
the principals' plight who are endowed with tremendous responsibilities
which impinge on their supervision of instructional programs and
participation in professional growth and activities. She further
suggested that there should be shared responsibilities where teachers,
committees, leadership teams, parents and volunteers perform the many
duties previously performed by the principals, so that the principal is
left with supervision, leadership and so forth. The outcome of her
research can be summarized from findings that teachers stated they
liked being able to participate in the total operation of the school and
having to assume some responsibilities for running the school program.
By reducing some of the responsibilities that principals have,
teachers can now be provided with more responsibility for running the
school program which in turn will lead to better performance, since they
feel a part of the organization.
Della-Dora (1987) recommended in the article on "Quality Supervision
and Organization for Quality Teaching" that district level personnel
should focus on developing increased self-direction, self-responsibility,
and self-esteem as the basic climate for school operation. He pointed
out that research on the "Sense of Efficacy" of teacher and "inner locus
of control" of students says that people who believe that they have both
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the capability and opportunity to affect what happens to them, are
likely to be high achievers. Accordingly, Della-Dora reiterates that
while
Dependent students, teachers and administrators, want to be
told what to do, self-directing people assume the initiative
and take responsibility for their goals (Della-Dora,
Educational Leadership, 1987, p. 35).
Opportunity for Advancement and Growth
Everyone who works has an innate desire to advance and grow
professionally. Growth needs are important, because the need to develop
one's potential is an ongoing process and should be extolled by all
administrators seeking to motivate workers to greater productivity.
According to Schein (1970) subordinates must grow and develop in order
that their capacity for more and wider responsibilities will increase.
Of course, growth is closely related to supervision or professional
development and, according to Glatthorn (1987) in an article "A New
Concept of Supervision" can be divided into related tasks of staff
development, informal observations, merit rating, and individual
development. Thus as he describes staff development, it can be defined
as all formal and informal programs offered to groups of teachers in
response to organizational needs. Informal observations involve
unannounced visits of supervisors to classes in order to reinforce and
praise good teaching, while rating involves process of making formative
and summative assessments of teacher performance for the purpose of
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making administrative decisions. Finally, individual development which
involves intensive development is a process in which the supervisor
works closely with an individual teacher in order to effect significant
improvement in the essential skills of teaching, and also cooperative
development, which allows experienced teachers to work together in small
groups for mutual growth. Individual development also involves self¬
directive development options, according to Glatthorn. In this situation,
opportunities are provided for experienced and competent teachers to work
independently.
Development means advancement, and a teacher who has been given the
opportunity to advance professionally will be more willing to work hard
in order to achieve organizational goals than one without such opportunity.
They, as Glickman and Gordon (1987) postulated about teachers' and
faculty's ability to grow, will be better able to solve their own
instructional problems and meet their students' educational needs, as they
become more self-directing as dependence on the supervisor during decision
making is lessened, and as the interaction between both teacher and
supervisor becomes more collaborative. Thus one can agree with Della-Dora
that supervisors and school organization should provide the opportunities
for each teacher to work for individual growth as well as for curriculum
development.
Growth is essential for professional development. Teacher's feelings
of efficacy and satisfaction, McLaughlin stated, can be undermined by
lack of opportunities to reflect on their performance, to examine
alternative and new practices, or to consider feedback regarding their
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effectiveness. Dodd and Rosenbaum (1986) saw professional growth and
curriculum development as dynamic, rather than static. As teachers share
and develop new methods and curriculum, they are focusing on continued
growth and mutual support and encouragement. They will develop positive
attitude and remain actively involved.
There have been many attempts at staff development in recent years.
One sponsored by Southwest Texas State University in 1980 ms aimed at
developing intensive programs for teachers and administrators in nearby
high schools. According to Parkay (1986), it was designed to train
teachers, based on recent research, in teacher effectiveness and to develop
a model program that could be used in other settings. It was decided
to emphasize professional growth and learning and was based on an
individual teacher inquiry, so that teachers could become more effective
problem solvers, and decision makers, emphasizing that there was no one
right way to teach basic skills, or achieve high-quality instruction.
The results indicated that the program was of tremendous success.
Student achievement and involvement increased. Writing scores measured
by the Texas Assessment of Basic skills increased by an average of 75
percent between 1980 and 1983. Teachers engaged in the project showed
strong commitment to professional growth and a renewed zest for teaching.
Teachers and project staff even collaborated on a book describing the
program. Southwest Texas State deliberately gave priority in its program
to the process of teacher inquiry rather than to the attainment of
immediate ends.
It is the usual revelation of the literature that involvement in
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self-improvement and staff development activities help to improve
performance in the classroom and as a consequence, student achievement
(Duignan 1986, in Journal of Educational Administration, page 63).
In many studies done relating to teacher motivation, teachers with
need for growth have been found to assume greater responsibility because
of their achievement. Ellis (1986) discovered, when he'explored the
relationships among job design, supervisory behaviors and teacher
motivation, that teachers in his sample with high needs for growth and
achievement saw greater meaning in their jobs and assume greater
responsibility for their jobs than those with low growth needs. Furey's
(1983) study which examined job attitudes of public school superintendents,
revealed that superintendents were not happy with their jobs as they
should, and that opportunities for study and reflection seem to be the
factors most associated with lack of satisfaction. In Herzberg's study
in which she identified factors which motivate effective teachers to
engage in continuing professional development, the subjects were asked
to indicate their frequency of participation in 27 professional
development activities in the last two years and the extent to which each
activity contributed to their professional development. They were also
required to indicate the extent to which their building principals
encouraged continuing professional development. The findings revealed
strong positive relationship between the extent to which the activity
contributed to professional development and reason for participation.
It was found that building principals were most likely to support
continuing professional development by setting an example and cooperating
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with a building staff development council.
Seyfarth (1986), writing about teacher turnover, explained that
lack of advancement opportunities have contributed to brighter teachers
leaving the classroom within a few years after entering, while their less
qualified peers remained.
Work Itself
Work can be satisfying or dissatisfying. It is satisfying when it
provides individuals with the opportunities they need for personal
fulfillment, and dissatisfying, when the desire to fulfill higher level
needs are limited. Telfer's and Swann's (1986) view substantiates this.
They advanced the argument that teachers donot see advancement in existing
promotion structures as being a source of satisfaction because of limited
career paths. Hill (1984) examined five differential effects of job
satisfaction facets on commitment to the organization and propensity to
leave the job. The results showed, among other things, that satisfaction
with work itself was the chief predictor of organizational and value
commitment and the propensity to leave.
Teaching is often described as an occupation in which the work is
boring and high in stress. According to Seyfarth, teachers are less
likely than members of other professions to report that they are
entrusted with responsibility, allowed to contribute to important
decisions, and that they have an inner sense that they are doing a
good job. This helps to describe teaching as Seyfarth expressed it as
an "imperiled" profession. He pointed out that school administrators
control many of the factors which affect the quality of teachers'
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worklives. These factors include policies on many things, decision
making, performance evaluations and so on, and are mainly district-wide.
Political, social and economic factors, also have their effect.
Seyfarth's (1986) study focused on teacher's worklives in school
districts in one state and dealt with six qualities of work life. These
qualities involve comfortable work environment, opportunity to use and
develop human capacities, opportunity for continued growth and security,
social integration in the work organization and constitutionalism in the
work organization for improving ability to reduce turnover and retain
higher percentage of academically talented teachers. Variables in the
categories, compensation and safe comfortable work setting, were found
to be most strongly related to teacher turnover levels.
Chissom (1987) investigated the work behavior of elementary school
teachers. Five sixth grade school teachers were observed for five days
and each by a single observer in the classroom. There were also
interviews with teachers and principals. It was discovered, that
teachers in the study performed their duties amidst almost constant verbal
interaction with students and teachers. Elementary school teachers
worked for long hours (over 8 hours per day) with extra work at home.
They made adjustments to the ever-changing demands of the classroom with
little difficulty. Sometimes they had to attend to several tasks at the
same time.
It can be concluded from this account that teaching is quite
demanding work. On the contrary, however, many teachers have found much
motivation to work. Farinella (1980) investigated the relationships
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among job characteristics, workers' growth needs, locus of control and
work motivation. Workers in the study were engaged in both public and
private sectors and held supervisory as well as non supervisory positions.
The conclusion from the study concerning work motivation was that those
with high need for growth who rated their jobs high in motivating potential
had high internal work motivation. Those with a more internal locus of
control orientation who rate their jobs high in motivating potential had
high internal work motivation. Those with a more internal locus of
control orientation significantly affected the level of internal work
motivation of workers who rated their jobs high in motivating potential.
In another study done by Piou (1980) analyzing the relationship
between work motivation and decision making feedback processes used in
public elementary schools, it was concluded that work motivation is multi¬
dimensional; that teachers work motivation is a negatively accelerated
function of their involvement in decisions that are of interest to them.
DeFran (1979) studied the relationship of people to their occupation,
which was measured by the use of Vroom's Expectancy Theory. Motivation
was discovered to be a significant predictor of job performance at the
0.5 level of significance. It was concluded that teachers teach for a
variety of reasons, receiving external rewards as a result, in addition
to satisfaction.
Lacewell (1983) in his study, showed the satisfier "Work Itself," to
rank the highest for all categories of faculty.
Working Condition
Working condition is a variable that has always appeared to be
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connected to job dissatisfaction in teaching, and lack of performance on
the job is blamed on that. Near and Sorcinelli (1986) contended that
feelings and activities associated with work do influence feelings and
activities associated with life away from work, and that work and non¬
work conditions directly influence life satisfaction. They argued that
it is not the actual conditions of work and life but rather the subjective
experience of those conditions. In their research to study faculty
career development, and relationships between work and life away from
work, it was discovered that work and non-work conditions exert indirect
effects but no direct effect on life satisfaction. In their report of a
study done by Carnegie Foundation for the Advancement of Teaching, Near
and Sorcinelli (1986) reported that the extent to which work intruded on
personal life was a primary factor influencing overall dissatisfaction
as well as satisfaction of faculty members. The study of faculty career
development revealed that many faculty members appeared to suffer stress
as a result of spillover between their academic work and life outside of
work, and, that according to Sorcinelli, the tensions between private life
and professional work constrained both personal and career aspirations.
The condition has much implication for faculty development efforts, since
it seems that improvements in working conditions will affect the quality
of life directly.
Johnson (1986) in her research concerning "Incentives for Teachers"
argued that improving the practice of teachers will require more than
improved pay, status, or working conditions. Commenting on the work of
Lortie (1986) and others, she pointed out that 'ancillary rewards' such
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as good working conditions, the convenience of the academic calendar or
the security of retirement benefits would stimulate more productivity
among teachers, as many have stated. However, she does not know if
teachers are best motivated by focused incentives or by general conditions
that enable them to achieve the intrinsic reward of their work. Schools
are bureaucratic, and many people feel that much importance is attached
to this, rather than to the welfare of teachers and students. The rule
in many schools (though not bureaucratic) is to give new teachers those
students and courses that the experienced teachers do not wish to deal
with. Instead, as McLaughlin (1986) and fellow researchers pointed out,
"of giving them a nurturing environment in which to grow, they are thrown
into a war zone where the demands and the mortality rate are very high"
(Kappan, 1986, Vol. 67, (Feb.) page 424). Thus one-third of teachers leave
the profession within their first five years of teaching. Hence
McLaughlin described the workplace as fragile where mutually reinforcing
organizational arrangements combine to produce conditions that work
against success, and thus against the retention of the most talented and
committed teachers.
Tucci (1984) in a study to explore the relationship between
Herzberg's motivator and hygiene variables and the state of satisfaction/
dissatisfaction of teachers in Howard County School System, discovered
that there were three problems relating to the hygiene variables
identified in the study. The first and most relevant to these variables
is with physical surroundings, mainly ventilation and lack of natural
light. The totally climate-controlled, windowless type of school that
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existed in the county was a source of dissatisfaction to the teachers.
In Smith's study (1983) concerning job satisfaction for nurses,
working conditions was the most valued hygiene factor for RN's. Salary,
working condition, and relations with co-workers were equally valued
hygiene factors for LPN's. For the LPN's, working condition was listed
as being the chief factor for those who stated that they were dissatisfied
with their present nursing position.
Pay/Salary
It is usually felt that if people are dissatisfied with their job and
will not produce, pay in any form will redress the problem. This is not
always the case. Herzberg himself has pointed out that pay does not.
Johnson (1986) in her "Incentives for Teachers" indicated that there is
extensive evidence that teachers regard professional efficacy, not money,
as the primary motivator in their work. It is generally agreed that
people can be motivated by extrinsic reward such as pay... and the current
incentive policies rest on the assumption that people can be motivated
primarily by extrinsic reward, but as Johnson exclaimed, money does
matter to teachers as they respond to opportunities for greater earnings,
but Herzberg argued that pay does not motivate.
Johnson suggested that workers motivated by the prospect of valued
rewards will be dissatisfied and unproductive if they believe that their
efforts are not equitably compensated. Individuals, she pointed out, are
more productive when jobs are challenging. Better pay and higher status
might influence one's interest in productive teaching.
Murnane (1986) writing about "Merit Pay" argued that it does not
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provide a solution to the problem of motivating teachers. He said that
there is no financial reward for superior performance, and no financial
penalty for inferior performance. Merit pay, as he pointed out does not
motivate teachers to work harder, although interviews with teachers and
administrators in six school districts, have suggested that it has
helped them. It was noted that extra pay for extra work provided
opportunities for those teachers with greater financial needs to augment
their incomes.
Printz and Waldman (1985) argued that merit pay plan can have many
seriously damaging consequences. They pointed out that it has the
potential for creating dissatisfaction among employees, reducing morale
and self-esteem and create a detrimental level of cut-throat competition.
On the other hand, however, it can help the organization to reach its
goal, since a sound merit plan integrates company goals and objectives
with merit raises. If merit plan is to work, before its implementation,
according to Printz and Waldman, salaries within the organization must
be internally equitable and externally competitive. Thus they emphasize
that management must support the plan and make sure that people under the
program are fully aware of how it works and what its goals are.
Garskof (1984) did a study in which he examined the possible
relationships between the job satisfaction of high school teachers and
the non-financial incentives of status pay, privilege pay and power pay,
as operationalized by compensatory time and so forth. His study was
based upon Maslow's need theory together with Herzberg's motivational
theory. New York City's public schools' high school teachers
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participated. The results indicated that there was correlation between
holding a compensatory-time job and satisfaction with supervision for
teachers with high need to achieve. The researcher attributed 8 percent
of the variance in the job satisfaction of teachers with a high need to
achieve, to holding a compensatory-time job.
In Planck's (1985) study based on the fear of whether or not merit
pay exist, there was an analysis of teachers' fears regarding the
consideration of a merit pay plan designed to stimulate improved
instruction. Teachers interviewed in the study believed generally that
they would receive merit pay if it were instituted in their district.
However, none of sixteen teachers had a positive statement regarding
merit pay, and expressed concerns about disturbance of the existing
environmental climate, fear or rivalry among and between teachers, and
they thought it best to maintain an atmosphere of sharing and
cooperation. This information indicates that teachers are not motivated
much by merit pay, but by other internal incentives.
The study done by Tucci (1984) pointed out that teachers in Howard
City School System, are dissatisfied when they have a strong need for
higher salaries and fringe benefits. Teachers felt that they should
receive due compensation for their efforts, but they reject any effort
to improve pay by the way of a merit pay plan. They would prefer being
provided with pay options for voluntary extra duties and improved pay
for existing extra duty responsibilities. In another study done by
Farr (1985) based on merit pay and motivation, the findings revealed
that administrators perceived merit pay to be more highly motivating
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than did teachers who participated in the study find it.
Pressman (1986) assessing teacher attitudes toward incentive pay,
discovered, based on Chi Square, that there was significant difference
of .0198 between groups by level assignments—elementary, middle, high,
support in choosing the person who should have the greatest say in rating
teacher effectiveness for purposes of performance appraisal, and
concluded from such findings that greater emphasis ought to be given to
teacher attitude regarding incentive pay concept, appraisal of teacher
performance, determinators of salary increases, acceptability of paying
bonuses in areas of teacher shortage and key components of an incentive
pay program.
In exploring factors associated with job satisfaction of nursing
educators. Brewer (1982) discovered among other factors that salary and
fringe benefits would not be a significant factor in a job change
situation for middle managers in the nursing profession, and also that
middle managers appeared to believe that the possession of a doctoral
degree influences the amount of one's salary.
Frakes (1980) in his research, studied the role played by supervisor-
employee compatibility and motivation in determining public sector
productivity rate. The findings of such a study according to Frakes,
confirmed and refuted research done in the private sector. The
importance of a raise or bonus was found to be a significant motivator
in the public sector as it was in the private sector. Unlike their
private sector counterparts, however, public sector employees indicated a
significant need to receive more praise for their work from their fellow
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employees as well as from those who supervise them.
Yet merit pay plan has been constantly frowned upon or negatively
commented on. Johnson (1986) commented on the speculation of many, that
it has the potential to divide faculties, and to set teachers against
administrators, that it fosters dissension, rivalry, and jealousy among
teachers. Some even warned that if one wants to tear schools apart,
merit pay is the way to do it. Some schools abandoned merit pay because
of the destruction it caused to morale and because of the evolution of
jealousy. Thus the consequences are increased inefficiency, lov/ered
productivity, heightened absenteeism and theft, and sometimes sabotage.
Interpersonal Relationship
"No man is an island, no man stands alone" is a very applicable
expression to describe how people ought to live in organizations. This
is important where people interact daily to foster organizational goals.
According to Greenfield (1984) schools are fundamentally interpersonal
settings, and the links between principals and teachers are largely
located in the ongoing social relationships of the school. In my opinion
it is this relationship among school personnel--principals, teachers,
students, that determine the tone/climate of the school system.
Supervisors'/principals' interpersonal set affect teachers'
performance to a high degree. Where they are open and cordial, teachers
always felt that principals were interested in them as people, hence
they continually developed, learned and grew as a result. Supervisors
made teachers' interests their interests, their problems theirs too, and
teachers in turn developed not only respect for supervisors' knowledge and
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competency, but a sense of their own competence as well.
Teachers, in a study by Blase (1987) concerning ineffective school
leadership, perceived ineffective principals as lacking in knowledge and
expertise while referring to both their academic and interpersonal areas.
They also regarded lack of support and avoidance of conflict as ineffective
leadership, and the unwillingness to stand behind the teachers,
particularly in conflicts with students and parents is typical of such
behavior. Blase argued that when principals failed to support teachers,
the authority of the principals is undermined and student misbehavior
increased accordingly. Such principals affect teachers' self-esteem in a
negative way, leading to feelings of depression, rage, disgust and
resignation in teachers. This condition creates decreased involvement
in their work, both in terms of the number of activity and level of
commitment. Thus as Blase reiterates
"Principal non-support, being critical, inconsistency and
lack of accessibility had particular important effects on
the teacher-student relationship. (Blase, (1987), High School
Journal, April/May p. 170)
This was the result of findings of the research done on "The Teachers'
Perspective on Ineffective School Leadership." The findings also
revealed, that lack of support was interrelated with increases in
problems of control and instruction of students. Many teachers felt
that it affected the entire socio-emotional character of the school.
There were other factors like favoritism, authoritarianism, harrassment
and so on which affected teacher-teacher relationship. Favoritism created
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feelings of jealousy, suspicion and distrust, alliances and cliques were
formed on the basis of one's position regarding the principal, and
communication and cooperation among teachers were seen to decrease.
Another effect was felt in teacher-parent relationships because
of principals' lack of support. This lack led to teachers becoming
overly cautious and defensive. This overall result of all this absence
of principals' support led to productive, rational problem solving.
The findings, as Blase pointed out, indicated that people activities and
events are highly intertwined. This means that participation of teachers
to provide support for programs and school improvement goals is highly
necessary.
June, Wenger and Guzzetti (1987) implied in their research that
building trust is what will foster positive relationship between
administrators and staff. They pointed out that trying to create an
atmosphere of trust which encourages teachers to take risks and share new
behaviors is complex and not easily obtainable. In an atmosphere
conducive to experimentation, teachers will be free to try new techniques
with confidence.
Seyfarth (1986) studying the quality of worklife in school in
relationship to teacher turnover, put forward the argument that in
districts where administrators promote and encourage informal social
interaction among teachers, turnover was lower than in organizations
where individuals were less friendly. These informal sessions included
provision of a luncheon or dinner honoring teachers, assignment of duty
free lunch period for teachers and district sponsored social and
72
recreational activities for teachers.
Husen (1985), describing schools in a modern society, exclaimed that
large schools are bureaucratic and fragmented and this run counter to
attempts to educate individuals. While interaction between teacher and
pupils is at the core of any genuine effort to provide education, the
teacher also serves as a role model and motivator. The teacher's efforts
however, are fragmented, because of the compartmentalized services that
he gives. Children therefore become reluctant, as Husen described it, to
"invest" in a particular adult. As a result, disciplinary problems
arise. He felt that every student should have at least one teacher with
whom he or she relates to very well.
Husen suggested the division of responsibility for teaching the
array of subjects to assist students in relating. This could be a
problem since, and as Davis (1987) argued, that although teaching is of
a highly interpersonal nature, teachers are isolated from their colleagues
for most of the working day, and thus professional interaction among
them is often limited. When people are isolated, there is the tendency
for them to develop distrust, and eventually become burnt out. If
supervisors, as Husen argued, develop trust and establish a collegial
relationship with their teachers, they may succeed in encouraging similar
relationships among teachers, and this can help lessen teacher isolation.
Interpersonal relations in any organization is a valued factor since
the climate/tone is determined by such. In a study done by Robert Schultz
(1983) on "Principals' Perceptions of Leadership Behavior," it was
discovered that climate was an important variable influencing student
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achievement. The principals in the study perceived school climate as the
most important task on the scale.
The literature has shown that when the climate is open, teachers
and students interact more in discussion and with materials, and that in
turn improve achievement. Much of the interaction between teachers and
students, however, has to do with the principal's setting of the tone of
the school. The principal improves school climate too by providing
opportunities for teachers to fulfill certain personal goals. McLaughlin
et. al argued that the insufficient opportunities to receive feedback and
collegial support, contribute to teacher uncertainties and concerns about
the extent to which they are using their capabilities effectively.
A study was conducted by Shapiro (1983) to examine how teachers
perceive the climate in their school and among other things, whether or
not teachers who perceived the climate similarly had different perceptions
concerning factors of motivation to work. The results indicated that
teachers in the sample perceived school climate as open, autonomous,
controlled, familiar, paternal and closed. Secondary school teachers'
motivation to work was not affected by their perceptions of school
climate.
In Cono's study (1983) to identify factors influencing productivity
as perceived by individuals in the organization, the results showed that
interaction between internal systems of reward, communication and
workflow, combined with organizational climate, were perceived by
employees to influence productivity and formal goal attainment.
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Status
Much of the lack of performance in, and attrition from the teaching
profession can be traced to status. Seyfarth (1986) contended that not
only is teaching attracting a smaller share of the most able college
graduates, it is having trouble holding the academically talented, who
become teachers. He attributed the problem to many factors including
lack of opportunities for advancement in teaching and the profession's
low status as compared to other occupations.
Chase (1986) surveyed a large sample of teachers of secondary and
intermediate grades in 58 school systems in twenty nine states, on job
satisfaction. The results showed that teachers were quite satisfied
with their schools and their overall situation as teachers, but were
less satisfied with prospects for advancement. Most teachers felt that
they had acceptable status in the community although 20 percent disagreed.
Lortie (1986) examining Teacher Status in Dade County, identified
decline in teacher satisfaction. Even though in that district, the
teaching force was more mature, more experienced in 1984 than they did
in 1964, findings suggest that they were more disenchanted with teaching
than their counterparts in 1964. Twice as many teachers reported that
they were receiving no satisfaction from status-related rewards.
Accordingly, Lortie argued that the low status accorded women by the
society as a whole, reinforced this concentration of decision-making
power in the hands of higher officials who were usually males, in the
60s. Since then, however, important changes have occurred in the status
of teachers. Teachers are certified by the State, are protected by
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tenure, salaries based on rules which are based on explicit criteria, and
contracts are arrived at through collective bargaining, thus enhancing
teachers' rights. Hence teachers are protected against arbitrary
authority.
Despite all these changes, however, there is increasing tension
between the qualifications and self-images of teachers in large school
districts, and their positions in the formal organizations, coupled with
their abilities to make decisions in matters relating to classrooms and
students. Teachers, in addition to external sources of status disruption,
Seyfarth remarked, are experiencing "structural strain." Such strain
could undermine serious efforts to improve teaching in schools.
Many studies have been done on a national level and resulted in
declining job satisfaction among teachers in /America. Shreeve, Goetter,
Norby, Griffith, Stueckle, Michele and Midley (1980) in their study on
job satisfaction, expressed the argument that low salaries and a lack
of status or prestige have been cited as the major factors. In the
study, both satisfied and dissatisfied teachers agreed that the teaching
profession offers little in the way of social status or prestige. It
was pointed out that recognition does not come from the community at
large (as indicated by the low status attached to the teaching
profession) but from supervisors, peers and parents with whom teachers
come in direct contact.
Productivity
It is believed by many that workers who are happy and satisfied with
their jobs are very productive. Most studies done, however, towards
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this belief, have proven otherwise. This is so because as Baron (1986)
has pointed out, there is hardly any room for changes in performance,
because of the structured nature of jobs, and persons holding them must
attain at least minimum levels of performance. Work, in most
organizations, is interdependent, and those exerting much effort often
find that there is not much to do. Besides, work materials and pressure
from other employees, often slow dovfli performance.
Baron further expressed the view that job satisfaction and
productivity may not be directly linked. Both could be related to the
factor of extrinsic reward, like pay promotions, and intrinsic, like
feelings of accomplishment. If workers perceive a contingency between
performance and these rewards, this may lead to high levels of
satisfaction or productivity.
Johnson and Venable (1986) in "A Study of Teacher Loyalty to the
Principal," described the principal's role as being essential to
successful school performance, and the principal is the key to improving
the quality of schools. The principal has to go beyond the narrow range
of his position, and if he/she wants to be successful, must foster
increased cooperation from the teachers. The method or way in which the
principal administers rules and regulations may affect teachers'
orientation to administrative role, may explain teacher productivity or
the lack of it. In this study, it was pointed out that the principal's
use of discretion helped to achieve an appropriate balance in instructional
improvement. It appeared also, as Johnson and Venable pointed out, that
principals who produce tangible evidence of influence support of teachers.
77
have more control over them. Such leaders, they pointed out, can also
expect more productive work groups when workers have greater confidence
in the their authority to issue directives.
Frakes (1980), in a study of the role played by supervisor-employee
capability and motivation in determining public sector productivity
rates, sought answers to the question asked by many administrators as
regards differing rates of productivity among workers. The findings
revealed that supervisor-employee compatibility, a previously unused
indicator in productivity studies, explained the greatest amount of
variance in differentiating productivity rates among public sector
employees.
Wilcox (1980) conducted a study on Motivation, Central Life Interests
Voluntarism and Demographic Variables as predictors of job satisfaction
and perceived performance of teachers. Vroom's Expectancy Theory was
modified into internal and external factors and used as the basis for
motivation measures, with 102 teachers used as subjects in the study. It
was revealed that the motivation models and organizational complexity, a
demographic variable, were significant at the 5 percent level as
predictors of teacher performance. Over 50 percent of the variance in
satisfaction is accounted for by the variance in motivation, central life
interests and voluntarism. The results of prediction of perceived
performance were less conclusive, but several statistically significant
predictor variables were identified. The Vroom's Expectancy motivation
model, central life interests and voluntarism, as measured by the
research instrument, were confirmed as predictors of teacher job
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satisfaction. The findings supported the predictive value of the research
instrument and the motivation models show promise as predictors of
perceived teacher performance.
Cox (1980) used regression analysis to test several hypotheses on
scientific productivity to explain the variation in the amount of
professional recognition scientists receive. Scientific productivity
was defined in terms like innate ability, the sacred spark, sex, family
description, prestige of graduate department of first position and
research advantage. The results of the study revealed, that the main
difference in variation in scientific productivity can be attributed to
research advantages, professional age, motivation and academic prestige.
iMusingo's (1980) exploratory study examined the impact of schooling
on productivity of workers in Zaire industries before, during, and after
training. Three major research questions involved the identification of
criterion measures, relationships among measures, and associations with
formal organizations and other variables. The findings revealed that
worker productivity may be viewed fraa three dimensional construct
consisting of training performance, job perfoniiance and job payment.
There was variation from one dimension as regards the impact of schooling
when other factors were considered. In some occupations, there was a
positive effect on productivity and the amount of schooling, while in
others the effect was counterproductive. It was also revealed that, given
the dynamic nature of productivity and the number of factors affecting
it, the conceptual framework and empirical analysis used in the study,
be deemed preliminary and tentative as the researcher suggested.
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Stern (1980) investigated the problem of teacher absenteeism because
of its increasing cost to school districts, to see the causes as
described by teachers themselves. A survey questionnaire was
administered to secondary school teachers in a school district in
Illinois. The following reflect the findings from the investigation:
1. Teachers who express low job motivation and poorer relationships
with their colleagues exhibit high rates of absenteeism.
2. Job satisfaction is not a factor which influences teacher
absentee!sm.
3. Teacher perception of promotion possibility and policy is an
important factor in absence rate.
4. Dissatisfaction with certain aspects of the physical plant is
positively related to teacher absenteeism.
5. Stress cannot be considered a significant determinant of teacher
absentee!sm.
6. Selected demographics on a sample of teaching personnel indicate
that teacher attitudes toward attendance at work do not vary with
age, sex, marital status, family size or distance to work.
7. Years of experience show a relationship to teacher absenteeism.
Teachers in the 5-15 years of experience group exhibit a higher
rate of absenteeism than do those at the beginning of their
career.
Another study was done by Garcia (1980) with the subpurpose of identifying
the major reasons and perceived barriers associated with the desire to
change careers of vocational teachers, representing fields of agriculture.
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distributive education and trade and industrial education. It was
discovered among other things, that the most important reasons for the
desire to change careers were, desire for higher salary, need for greater
achievement and concern for the quality of students taught. The most
important barriers influencing the desires of vocational students to
change careers were, lack of financial security, lack of geographical
mobility and feelings of uncertainty about other careers.
Araghi (1981) stated that his interest in studying the relationship
between university faculty job satisfaction, role conflict, task clarity
and productivity, was due to its potential predictor of other
organizational factors such as improved performance, reduction in
turnover and absenteeism.
It is argued, from the model developed in the study, that task
clarity has a direct effect on productivity and that productivity
directly causes satisfaction. It was also hypothesized that there was
a negative but low relationship between productivity and job
satisfaction, role conflict and productivity, and that role conflict is
both directly and indirectly related negatively to satisfaction. The
Pearson Product-moment correlation coefficient and multiple regression
were employed.
The results from the investigation showed that significant negative
relationship was evident between role conflict and job satisfaction, and
a positive relationship was found between task clarity and job
satisfaction. The relationships between productivity and job satisfaction,
role conflict and task clarity were not significant. Role conflict and
81
task clarity explained a significant portion of the variance in job
satisfaction. Thus it was concluded, that, contrary to theory, there was
no significant relationship betv/een productivity and job satisfaction,
role conflict and task clarity. However, the relationship between job
satisfaction with role conflict and task clarity, was significant.
In another study done by Sheha (1981) investigating faculty
perceptions of the nature and bases of power to faculty satisfaction and
productivity in an Egyptian university in Tanta, Egypt, five bases of
power were studied, namely expert, referent, legitimate, reward and
coercive. The major findings revealed that faculty perceptions of the
amount of power exercised by deans and faculty were significantly and
positively related to all dimensions of satisfaction studied--
satisfaction with the dean, satisfaction with faculty members' position
as a whole and the expressed desire to remain on the faculty. These
power characteristics were directly related in a positive way to only
one measure of faculty productivity, that is, the perceived productivity,
which is the institutional productivity. Faculty perceptions of their
own power bases were not significantly related to any measure of faculty
satisfaction. The reported professional productivity of the faculty
occurred independently of all power characteristics studied.
The aspect dealing with faculty background characteristics, including
total years of teaching, years at the present institution, highest
earned degree, academic rank and age, studies to determine their specific
contribution to faculty satisfaction and productivity, revealed
professional productivity of the faculty.
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Thurston (1981) carried out an analysis of faculty productivity in
selected colleges of the Florida State University System. In order to
examine faculty productivity, the researcher used a set of output
measures. Demographic and some background variables were selected to
represent productivity and the incentive system, and were analyzed
through the use of descriptive statistics and discriminant analysis.
Results of first level analysis revealed that the colleges of Education
exceeded the colleges of Business on most of the productivity variables
for the three times periods 1973-75, 1976-78-1979-81. Clear trend towards
increasing productivity for both colleges, was discerned.
It was concluded that the incentive system, comprising of monetary
and non monetary variables, influenced productivity.
Altom (1982) tested the predictive validity of the contingency model
of Fred Fiedler in octant IV-higher-leader member relations, unstructured
tasks, low position power, and added the independent variable, task
maturity (ability and willingness to perform a particular task). The
study did not support the predictive validity of the contingency model
in octant IV, nor did it support the prediction that task maturity is
associated with productivity.
David (1983) looked at the effects of stressors in the work
environment on faculty productivity in the academic year 1980-81, where
productivity was defined as journal articles completed and submitted
for publication, books completed and research proposals submitted.
The findings revealed that stress had adverse effect on productivity,
as stress increases, productivity decreases. The relationship between
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stress and productivity was found to be linear. A sense of control
was described as might be related to diminished productivity.
Gomez (1983) carried out a research to investigate the effects of
employee participation on worker quality of work life and worker
productivity. It was connducted as a practicum in a 1,000 employee
division of a high technology corporation. The effort was a promotional
one that encouraged anployees to contribute their knowledge, skills,
talents, and capabilities toward improving their own quality of worklife
and, concurrently, increasing productivity.
In order that accuracy and control of research data were had, records
and log books of circles activity were maintained. Questionnaire
results were filed, all costs properly budgeted and accounted for, and
cost savings verified and validated by Engineering and Accounting. The
research results indicated that a definite indication of employee
perception of improved quality of worklife, in productivity improvement,
a two to one payback on invested costs, was achieved. Evidence indicated
that a productivity increase per worker of approximately 20 percent
occurred, when measured against a period prior to the beginning of the
experiment.
These studies clearly indicate, to a great extent, that productivity
is contingent on several variables including leadership styles,
interpersonal relationships, incentives—both intrinsic and extrinsic,
and stress. Certainly Herzberg's motivators and hygiene factors as
regards to satisfaction and dissatisfaction in the work situations play a
great role in the quality of productivity of employees.
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Likert, in "Motivation: The Core of Management of Human Resources"
by Rigors, Myers, and Malm (1973) argued, that there is a marked
relationship between the kind of supervision an employee receives and
both his productivity and satisfactions which he derives from his work.
When a worker feels that his boss is genuinely interested in him, he is
more likely to be a high producer. He pointed out that productivity is
related to supervision. Close supervision tends to oe associated with
lower productivity and more general, with higher productivity. Although
low productivity may sometimes lead to closer supervision, it is clear




The review of the literature indicates that teacher productivity can
be explained by Herzberg's two-factor theory. The research/literature
reflected different conclusions concerning the variables which motivate
teachers to perform. This study therefore, seeks to investigate the
relationship between teacher productivity and each of the variables-style
of supervision, achievement, recognition, opportunity for growth and
development, responsibility, status, work itself, working condition,
interpersonal relationship and pay or salary.
The hypothesis of the researcher is that all the variables will have
a significant impact on teacher productivity. The flow chart below shows














- extra work effort
- flexibility in methodology
- innovativeness
- school involvement
The literature has identified the following variables in the
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motivational factors and teacher productivity.
Dependent Variable
1. Teacher Productivity refers to teacher performance and can be
defined in terms of
(a) Classroom Climate which refers to the atmosphere created in
the learning environment, based on communication which is either
open or closed, or where students and teachers working together
are either self-respecting or the contrary, trust one another
or there is distrust, ideas are shared or are not shared, and
opportunities are provided or are not provided for students to
improve their personal skills, knowledge, and attitude without
much stress and adverse criticisms. Brophy (1987) speaks of
the teacher managing and organizing the classroom as an
effective environment in which there is support for students,
and they are allowed to feel comfortable taking intellectual
risks without being criticized for mistakes.
(b) Extra-Work effort which refers to the efforts teachers put
into their work, sometimes over and above what is expected and
described in the job description. Sometimes this means keeping
a student behind to help him overcome certain problems or
doing overtime v/ork in planning and preparation so that each
child can benefit from instruction, and which ought to lead to
greater student achievement ultimately.
(c) Flexibility in methodology which depends on the teacher's
initiative to vary the tasks in order to facilitate the rate
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of learning of all students. This means that he/she will use
a variety of methods to do so. These methods could include
questioning techniques, reading, discussion, role playing,
simulations, researching and so on. The teacher, to be
flexible, will not stand before the class and lecture, neither
will he/she sit at the desk/table and call on students to
come to him or her. Because the activities will be changing
so often in one lesson, he/she will be required to be moving
around the room to administer the various stimuli that will
evoke the desired responses. Teachers who are flexible will
create more interest in learning, and therefore will be more
satisfied and productive in their efforts to achieve.
(d) Innovativeness which is creativity and willingness to adopt
the methods and materials and can be seen in a teacher's ability
to create a change from the accustomed practice in learning
or teaching. It is usually introduced in experimental situations
mainly for the purpose of improvement. A teacher who is
motivated to do a good job will show willingness to try out
new ideas to increase his/her performance.
(e) School Involvement which refers to the amount of
participation a teacher has in the total school programs and
activities of the school, both formal and informal. These
activities will involve Parent Teachers' Association, fund
raising efforts, sports and curriculum planning and development
and so on. Teachers who are productive usually participate for
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greater economy, efficiency and effectiveness in their work.
The Independent Variables will be defined.
2. Teacher Achievement involves the teaclier's perception of the
extent to which he/she is successful in the performance of
some act, or solutions to problems, or the seeing of the
results of one's work. It refers to the individual's gains
in promotions, tasks, and the attainment of those tasks. A
person high on achievement will get things done, even though
the task might be difficult. According to Baron (1986) those
high on achievement strongly desire feedback on performance
and are task oriented in outlook.
3. Recognition refers to some act of expressed admiration, praise
or blame. Hence, recognition can be both negative and positive.
Positive recognition is experienced when one is praised or
appreciated for efforts that one makes. Recognition can be
expressed in terms of incentives, pay incentives, thank you
notes, public mentions and so on. Negative recognition is
the lack of such incentives.
4. Responsibility involves the amount of authority that one has
to carry out tasks and to supervise others. A responsible
person may work hard to get the job completed because he/she
is usually required to account for performance or the lack
of it.
5. Advancement and Growth refer to the promotional and professional
development that one experiences as one improves and matures in
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the school environment, so that one can solve one's own
problems and meet the needs of one's students without directions
from supervisors or administrators. Opportunities for
advancement and growth are usually had through various workshops,
seminars, or short courses.
6. Satisfaction with Work Itself refers to the positive effects of
the job upon the person. Different people may find the same
job more or less motivating. Jobs can be routine or varied,
can allow for creativity or can be stultifying, overly easy or
overly difficult. What is of interest to one person on the
job may not be so to another.
7. Style of Supervision
Supervision is an administrative policy in which the
supervisor helps school personnel to do their work. Supervisors,
subscribe to the principles of scientific management. It is a
continuous exercise and is usually carried out by the principal
or his or her delegatee. Contemporary supervision stresses
service, cooperation and democracy, and there are administrative,
clinical, consultative, developmental, educational, general and
instructional supervision. Educational and general supervision
suggest responsibilities encompassing many aspects of schooling
like administration and curriculum. Instructional supervision
is concerned with more limited responsibilities and include
clinical, consultative and developmental, while administrative
covers management responsibilities outside of curriculum and
90
instruction. Administrative supervision can be clinical also.
Supervision involves the principal visiting teachers in their
classes to see how they are progressing with their work and to
monitor such work as closely as possible when there is need for
such close supervision. According to Farrant (1980), this
requires a genuine interest in and concern for teachers. It
anticipates potential causes of trouble and danger and takes
appropriate measures to stop trouble before it grows
unmanageable.
8. Interpersonal Relations refer to the interaction among/between
persons in the organization and are influenced by the principal's
leadership style. This interaction can be verbal contacts
inside and outside of instruction, for example, technical, in
performance of the job, and social, during coffee breaks or
special programs/activities of an informal nature. Hard-driving,
competitive individuals can be expected to create a different
atmosphere/climate in their interaction, than those who are
generally relaxed, easy going, sociable and not very competitive.
8. Status refers to the regard the organization has for its members,
shown by certain extras over and above pay, for example, having
a personal office, having a secretary and so forth. For this
study, however, it means the perception that teachers have of
teaching as a profession compared to other occupations, and how
they think their community values and respects teachers. It can
be also interpreted by the position one has in the work system
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and how society views that position .
9. Working Condition can be defined as the physical conditions of
work, the amount of work, or the facilities available for doing
the work. Included in the physical conditions or facilities are
adequacy or inadequacy of ventilation, lighting, tools, space,
and other environmental characteristics.
10. Pay or Salary refers to salary or money earned as a reward for
work done. Such salary or income is based on contract and pay
increases based on government's ability and criteria for paying
teachers.
Theoretical Relationship Among the Variables
These variables as stated were considered very essential to the study
if there were to be accurate analysis and reliable results. Besides, the
literature directly suggested the importance of these as involved in
Herzberg's theory and also in motivating teachers to be productive.
Given the nature of work, it was assumed that the need to achieve
will influence teachers to work hard in order to reach their personal
goals. If a teacher is to maintain high standards and professional
competency, one of his primary functions would seem to be forever working
to achieve what he deems valuable, and in so doing, this will be based
on his expectations of what he believes to be the zenith of achievement
in his particular sphere. Teachers with strong need to achieve are task
oriented, and being so, can lead to increased productivity in the school
system. A teacher who is task oriented, will fulfill both his personal
and organizational goals.
All teachers have the need for recognition. Usually those strong
on this need will exhibit much creativity in their work. The need for
recognition always goes hand in hand with the need for achievement.
Recognizing one's needs and getting them fulfilled lead to greater
motivation and heightened performance. Recognition and achievement
cannot occur without responsibility. Responsibility involves maturity.
According to Hersey and Blanchard (1982), a leader must move his
followers from immaturity to maturity. By giving young teachers
responsibility, as they develop proficiency and self-confidence in the
organization will help them master difficult tasks especially when
they are recognized for doing so, and also when they see the
accomplishment of such tasks as fulfilling certain needs and goals.
Thus as House and Mitchell (1974) suggest in their contingency model of
leadership, the workers will do well if they perceive the administrator
as providing or clarifying the paths whereby they can reach their goals.
The theory of Hersey and Blanchard also suggests that when workers are
mature, (have certain ability to do the task) that is the time to
delegate more responsibility which they will be more willing to assume
as maturity increases.
In seeking to motivate teachers to do a good job, they must feel
within themselves that they are growing professionally and advancing in
the system. In teaching, there is not much room for advancement, however
but much opportunity can be provided for growth through various workshops
seminars, and short courses offered by professional organizations usually
through scholarships and so on. One of the weaknesses of our education
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system, however, is not to show recognition to such teachers on the
completion of such courses, by using them to teach their peers. So even
though growth is provided, the school system does not benefit from such
growth since much autonomy is not provided for teachers to put into
practice a particular skill that will benefit others. Teacher achievement
and growth must be met by promotion (advancement) and this should be
based on certain predetermined criteria. Promotional advancement is
something that most teachers work towards. Where this is not forthcoming,
teachers will do the minimum of work especially if such advancement is
linked to other than performance.
The need to achieve, to be recognized, to be given more
responsibility and to grow and advance professionally is rooted in the
work itself. If the work provides the kind of satisfaction the teacher
needs, then even though conditions may be adverse, or even though factors
may not be in place, teachers will be productive. Maslow (1954) in his
theory on Motivation expressed the view, that a satisfied need is no
longer a motivator. This means that in a school system, opportunities
for varied needs must be provided so that teachers can be always striving
for the next need to be fulfilled. This is the essence of motivation,
and must be an integral aspect of the work itself. Of course other
factors impinge on performance at the workplace and can side track
teacher productivity especially when the motivators are not in place.
These are the hygienes.
Style of supervision impact greatly on a teacher's performance.
The policy of dictating to teachers and not allowing them much autonomy
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can be demotivating and as such induces lack of productivity. A
principal's supervisory behavior does not only motivate or demotivate
teacher's work effort, but it directly sets the climate within the
school, by the opportunities they provide for teachers to grow, to be
recognized and achieve, and also by the atmosphere of trust, openness
and humaneness they attempt to create. According to Hal pin (19.64) the
principal provides the blend of structure and direction as well as
support and consideration. The policy on planning school goals and
programs and making decisions also have their impact, as teachers try to
make efforts to work hard. Where teachers are involved in planning and
decision making, they will be more productive than in situations where
they are only given directions. Giving directions should only occur in
situations where faculty members are new and are unfamiliar with rules
and regulations of the school system. When supervision is clinical,
there is more room for improvement of efforts and morale at the vrarkplace.
The supervisor can assist teachers in identifying problems and stand
ready to suggest solution, so that they can improve. One problem in the
Jamaican school system is the absence of such supervision for teacher
improvement.
Tied to supervision is interpersonal relations, and most theorists
agree that it is influenced by the principal's leadership style.
Depending on whether he is employee-oriented or task-oriented coupled
with his style of directiveness that is, his being achievement oriented,
supportive or participative (situational theory) supervision, this will
provide the type of climate where people interact in work with high morale
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towards accomplishing school system's objectives and goals. Of course,
depending on the needs of the individuals within the organization--
teachers, students, and so on, the leader must take care to assess the
situation in order to help teachers reach their goals, since some will set
high and realistic goals for themselves, some will also be willing to take
responsibility for attainment of goals, while others will be dependent on
the principal to set goals and show them the way to goal attainment. This
is in keeping with House's and Mitchell's theory that the leader can
influence the anployees in a positive way to get them satisfied with the
job. If teachers are satisfied because of the principal's leadership
style, they will in turn provide the type of climate in the school whereby
students will be motivated to achieve, and also where staff morale will be
kept improved, thus facilitating productivity. Interpersonal relations is
therefore a very important variable in worker productivity.
Allied to interpersonal relations is status. It is often believed
that the status of any profession will determine the quality of
motivation to work. Teaching is looked upon by many as low status because
of the salary teachc-s receive, coupled with the many domestic chores
that they are required to perform. Sometimes these chores impact so much
on teachers' instructional ability that the net goal, which is student
achievement, is lost. Thus many teachers, especially those who are in
need for professional growth and advancement often end up frustrated.
A frustrated teacher is not usually a productive one.
Related to status is the salary teachers receive. This has often
been a sore spot in most organizations. It is believed that most
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teachers do not make efforts to achieve any goal or take responsibility,
or grow professionally because the pay or remuneration is not in place
for those doing so. Since teachers do not receive those motivators, they
do not produce. When one examines the situation, however, teachers
operating at the Herzberg's motivational level will achieve their goals
despite the small salary.
Finally, working conditions is an important variable to consider in
teacher productivity, because the environment has either a debilitating
or facilitating influence on workers and their performance. It is
believed that many teachers leave the profession because of poor working
conditions, but in my opinion, teachers, especially those in Jamaica,
possess the propensity to work hard despite the condition, if other
things such as recognition, achievement, growth and so on, are in place.
The variables chosen are intertwined in such a way that each seems
to affect and influence the other and so they form a network of
relationship most useful to the study.
Hypothesis
There is no statistically significant relationship between teacher















The research was designed to apply Herzberg's motivational factors
to teacher productivity, to determine the extent to which those factors
were impinging on productivity. It was also intended to see if there
existed any relationship between such variables and teacher productivity.
It was hoped that a research in this area ought to be of assistance
to administrators, educators and others concerned with educating the
nation's children in identifying the real problems in order to administer
the most appropriate solutions if possible.
It was assumed that the independent variables, namely, teacher
achievement, recognition, responsibility, advancement and growth,
satisfaction with work itself, style of supervision, interpersonal
relationship, status, working condition and pay/salary, could have
influence on the problem in so far as the purposes for which this
particular investigation was designed.
Description of Instruments
The questionnaire was the instrument designed to collect the
required information from the teachers, and was conveniently divided into
two sections. Section A contained 5 items of a demographic nature,
while Section B contained 65 items designed to tap information to measure
the dependent variable, teachers' productivity and the independent
variables other than the demographic ones (See Table IV.I). The
demographic questions were designed to collect data on sex, age, teacher




Items to collect information concerning the variables.
Variables Instrument
Style of Supervision 1 - 10
Teacher Achievement 11 - 15 ^
Interpersonal Relationship 16 - 22
Recognition 23 - 29
Responsibi1ity 30 - 35
Status 36 - 41
Advancement and Growth 42 - 48
Satisfaction with Work 49 - 53
Working Condition 54 - 57
Pay/Sal ary 58 - 60
Productivity 61 - 65
The questionnaire had been examined and scrutinized by four educational
administrators in Jamaica who are familiar with the school system, and
their expert opinions judged the questionnaire to have face validity, in
that the items used were suitable to measure the variables as they were
defined. An item to total analysis was also employed to ascertain
reliability and construct validity. The results are displayed in Tables
IV.2 to IV. 12 below; all items with a correlation of 0.30 and above were
selected as reliable and valid items to collect the required data for
analysis and interpretation of the problem researched, and those below
.30 were discarded. These were indicated by astericks on the tables.
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The following items were found weak and were dropped from the
questionnaire: 16, 25, 28, 29, 34, 42, 44, 49, 50, 51, 52, 53, 57,
60. These items had correlation on the Alpha Scale of less than .3
is the correlation selected for reliability and validity.
PRESENTATION OF DATA
Table IV: 2 - Item - Total Statistics


























VARIABLE - INTERPERSONAL RELATIONSHIP












































VARIABLE - ADVANCEMENT AND GROWTH











VARIABLE - SATISFACTION WITH WORK






Variable dropped from analysis.
TABLE IV: 10
VARIABLE - WORKING CONDITION



























Two variables, namely. Satisfaction with Work, and Pay/Salary were
dropped. In the case of satisfaction with work, two items being weak,
the rest were insufficient to measure the variable and tap the required
information.
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All the items concerned with pay were weak items and showed low
correlation on the Item to Total Scale and had to be dropped (See Table
IV: 11).
In Table IV: 2, although item 14 is below the 0.3 scale, that item
was retained, since it was recognized as a very useful item to getting
the required information, and also because rounded off it approximates
the correlation of 0.3.
Population and Sample
The population from which the sample was drawn included teachers
from technical and traditional high schools in Jamaica. Eight schools—
two technical, two independent high and four traditional high from a high
school population of 76 schools, were chosen by stratified sampling for
proportional representation. The sample of the subjects included 155
teachers from a population of about 350 secondary school teachers in two
rural parishes of Middlesex County and was randomly selected. This random
sample was representative of the rural high school teacher population in
Jamaica. Three of the schools used in the sample, were semi-urban schools
while the others were rural.
Data Analysis
The data collected through the instrument described were subjected
to the following statistical procedures:
1. Correlation Matrix of all variables
2. Stepwise multiple regression using productivity as the
dependent variable
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3. Factor analysis of the variables
4. T-Test of Teacher Productivity by Sex
5. ANOVA on Teacher Productivity by School Type , Age , Qualification
and years of Experience
The variables used for the analyses are as follows:
1. Style of Supervision Items r - 10 ■
2. Teacher Achievement Items 11 - 15
3. Interpersonal Relationship Items 16 - 21
4. Recognition Items 22 - 25
5. Responsibi1ity Items 26 - 29
6. Status Items 30 - 35
7. Advancement and Growth Items 36 - 40
8. Working Condition Items 41 - 43
9. Teacher Productivity I terns 44 - 48 (Dep. Var.)
Limitations
The following limitations are evidenced
Significance
The study has significance for secondary education in Jamaica only.
Sampling
The study is limited in terms of sampling because it does not include
the major areas of Kingston and Montego Bay. Any conclusion about such
schools can only be tentatively drawn.
Independent Variables
There are limitations in terms of the independent variables. Some
of the variables used by Herzberg were omitted, also other variables
than those chosen in the study were not considered.
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Dependent Variable
There is limitation concerning this variable because teacher




The purpose of this chapter is to present the data with a view of
using the results to prove or disprove the hypotheses, and to make
interpretations from the analyses. The chapter is treated in the
following manner and is divided into three Sections A, B, and C.
Section A presents and analyzes the data. Section B seeks to
interpret and discuss the findings from the analysis and Section C
summarizes the findings with appropriate recommendations.
Section A
Presentation and Analysis of Data
The data are presented with respect to the hypotheses.
Hypothesis I
There is no statistically significant relationship between Teacher
Productivity and Style of Supervision.
From Table V: 1, it can be deduced that Teacher Productivity and
style of Supervision are significantly related, since the calculated
value of the relationship is .40268 which is higher than the table value
of .208 at the .01 level of significance for 153 degrees of freedom. The
null hypothesis is therefore rejected.
Hypothesis 2
There is not statistically significant relationship between Teacher
Productivity and Teacher Achievement.
From the Table V: 1, it is seen that Teacher Productivity and
Teacher Achievement are significantly related, since the calculated value
TABLE V: 1
Correlation Matrix Showing Relationship Between
Teacher Productivity and the Independent Variables
Stysup Teach Intrel Recogn Respon Status Advgro Wr'KCOnd Teaprod
Stysup 1.00000 -
Teaach .57720 1.00000
Intrel .33510 .51579 1.00000
Kecogn .45549 .41335 .47457 l.OQOOO
Respon .47001 .51355 .32361 .40921 1.00000
Status .02209 ..20850 .18845 .27033 .15095 1.00000
Advgro .34773 .52247 .40324 .45350 .45491 .43305 1.00000
V.'rkcond .25840 .26762 .40414 .34803 .39247 .03795 .21695 1.00000
TeaProd .40268* .52850* .32690* .27523* .47929* .14553 .42276* .22607* 1.0000
cf - 153
p - 0.208 at .01 level .
* = Significant findings related to teachers' productivity.
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of the relationship is .52850 which is higher than the table value of
.208 at the .01 level of significance for 153 degrees of freedom. The
null hypothesis is therefore rejected.
Hypothesis 3
There is no statistically significant relationship between Teacher
Productivity and Interpersonal Relationship.
From Table V: 1, it can be seen that a significant relationship
exists between Teacher Productivity and Interpersonal Relationships,
since the calculated value of the relationship is .32690 is higher than
the table value of .208 at .01 level of significance, for 153 degrees
of freedom. The null hypothesis is therefore rejected.
Hypothesis 4
There is no statistically significant relationship between Teacher
Productivity and Recognition.
The calculated value of 0.27523 indicates that a significant
relationship exists between Teacher Productivity and Recognition, since
it is higher than the table value of .208 at .01 level of significance
for 153 degrees of freedom. The null hypothesis is therefore rejected.
Hypothesis 5
There is no statistically significant relationship between Teacher
Productivity and Responsibility.
The calculated value of 0.4729 indicates that a significant
relationship exists between Teacher Productivity and Responsibility,
since it is higher than the table value of .208 at the .01 level of
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significance for 153 degrees of freedom. The null hypothesis is
therefore rejected.
Hypothesis 6
There is no statistically significant relationship between Teacher
Productivity and Status.
Since the calculated value of the relationship is 0.14553 and less
than the table value of .208 at the .01 level of significance for 153
degrees of freedom, it is indicative that no significant relationship
exists between Teacher Productivity and Status. The null hypothesis is
retained.
Hypothesis 7
There is no statistically significant relationship between Teacher
Productivity and Advancement and Growth.
Since the calculated value of the relationship is 0.42276 and
higher than the table value of .208 at the .01 level of significance, it
is indicative that a significant relationship exists between Teacher
Productivity and Advancement and Growth at 153 degrees of freedom. The
null hypothesis is therefore rejected.
Hypothesis 8
There is no statistically significant relationship between Teacher
Productivity and Working Condition.
It can be seen from the table, that there is a significant
relationship between Teacher Productivity and Working Condition, since
the calculated value of the relationship 0.22608 is higher than the table
value of .208 at the .01 level of significance for 153 degrees of freedom.
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The null hypothesis is therefore rejected.
Factor Analysis
A factor analysis was also done on the data to target those
variables that are "highly correlated" with a given factor. The results
of the analysis revealed that the variables could be grouped into two
relatively independent factors. Table V: 2 shows the results. On the
table, the factor loading or correlation are rearranged so that the
columns in the first grouping appear in decreasing order of variance
explained by factors. The rows are rearranged so that for each successive
factor, loading highest in values appear first.
In the second grouping, the order is reversed, with the columns in
increasing order of variance explained by factors and the rows with
loading smaller in value appearing first.
The variables with the highest correlation are style of supervision
with .74640, Teacher Achievement with .73918 and Responsibility .72457.
In group II it is Advancement and Growth with .50118. In factor 2, the
variables are Teacher Achievement and Recognition, while in Group 2, it
is Status with .90318 which shows that there is a definite relationship
between these variables and productivity.
These show the strength of the correlation. It appears from the
analysis that both hygiene and motivators go together to correlate with













STATUS - .02208 .90318
ADVGRO .50118 .65632
Regression Analysis
The data were further analyzed using stepwise multiple regression.
This was done to determine the direction or the extent of influence of
the independent variables on the dependent variable--Teacher Productivity.
Table V: 3 presents the results. From the table it can be seen
that Teacher Achievement contributes most to Teacher Productivity with a
beta of 0.232436. The other significant contribution is made by
Responsibility with a beta of 0.282313.
The other variables not in the Regression equation, namely, Style
of Supervision, Interpersonal Relationship, Recognition, Status,
Advancement and Growth and Working Condition can be seen not to make
significant contributions to Teacher Productivity, as is evidenced from
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the results of the analysis.
The variables Teacher Achievement and Responsibility therefore, can
be said to be the primary cause or influence on productivity.
TABLE V: 3
Multiple Regression with
Teacher Productivity as Dependent Variable
Variables in the Equation
Variable B SEB Beta T Sig T
TEAACH .386237 .077470 .383486 4.986 .0000
RESPOND .307520 .083786 .282313 3.670 .0003
(Constant) 6.341807 1.286239 4.931 .0000
Variables Not in the Equation
Variable Beta in Partial Min Toler T Sig T
STYSUP 777116 .075569 .591444 .931 .3532
INTREL 051757 .054323 .599673 .669 .5048
RECOGN 001533 .001661 .686580 .020 .9837
STATUS 024072 .028895 .718609 .355 .7229
ADVGRO 138239 .140078 .630987 1.738 .0842
WRKCOND 015048 .016952 .666116 .208 .8352
Demographic Variables
Further analysis was done using the demographic data Table V: 4
presents the t Test done , while Tables V: 5, V: 6, V: 7, and V; 8 show
the analyses of variance of Teacher Productivity by Type of School, by
TABLE V: 4
T-TEST
Teacher Productivity by Sex
Group 1 - Sex E Q 1. Male





















Group 1 52 16.9615 2.693 .373 1.01 .935 -1.98 153 0.50
Group 2 103 17.8541 2.675 .264
cn
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age, by qualification and by years of experience.
In Table V: 4, group one consists of 52 males and group two, 103
females. Hence, there are twice as many females to males. The results
show that there is a significant difference between Teacher Productivity
by Sex, the Table value of t for 153 degrees of freedom being 1.98 which
is equal to the calculated value of 1.98. This means that female
teachers in the sample perceive teachers to be significantly more
productive than males.
The results clearly show the reality of the situation as it exists
in Jamaica. Females more than males play a more positive role towards
productive teaching. They make greater effort and exhibit greater
responsibility to accomplish the results expected of them.
In Table V: 5 presenting Teacher Productivity by Type of School,
it is evident that the majority of the subjects in the sample are
concentrated in the traditional high schools, being 112.
In Table V: 6 showing Teacher Productivity by Age, the chief age
groups are 19 to 29 and 30 to 39 in groups 1 and 2 respectively. Thus the
majority of younger teachers perceive teachers to be just as productive
in the same light as older teachers.
In Table V: 7, the majority of teachers in the sample are trained
teachers, 57 of them, and trained graduate, 45 in number. The findings
from the data presented showed that there is no significant relationship
between Teacher Productivity and Qualification. Thus those teachers




Teacher Productivity by Type of School
Variable + Source of Sum of Mean Significa
Category N Variation Squares OF Squares F of F
Type 1 3 Main Effects 29.669 2 14.834 2.053 .132
2 112 Type 29.669 2 14.834 2.053 .132
3 40 Explained 29.669 2 14.834 2.053 .132
Residual 1098.499 152 7.227
Total 1128.168 154 7.324




Teacher Productivity by Age
Variable +
Category Age N






Main Effects 32,545 3 10.848 1.495 .218
1 59 Age 32.545 3 10.848 1.495 .218
2 64 Explained 32.545 3 10.848 1.495 .218
3 23 Residual 1095.623 151 7.256
4 9 Total 1128.168 154 7.326
Grand Mean = 17,.56
TABLE V.7
Analysis of Variance











1 57 Main Effects 45.872 4 11.468 1.589 .180
2 9 Qualification 45.872 4 11.468
. 1.589 .180
3 45 Explained 45.872 4 11.468 1.589 .180
4 16 Total 1128.168 154 7.326
5 28
Grand Mean = 17.56
TABLE V: 8
Analysis of Variance
Teacher Productivity by Years of Experience
Variable + Source of Sum of Mean Significance
Category N Variation Squares OF Squares F of F
YR Exp
1 64 Main Effects 88.926 4 22.232 3.209 .105
2 24 YR EXP 88.926 4 22.232 3.209 .015
3 32 Explained 88.926 4 22.232 3.209 .015
4 13 Residual 1039.242 150 6.928
5 22 Total 1039.242 154 7.326
Grand Mean 17.56
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Table V: 8 presents a different picture from the preceding three
tables of the ANOVA. Here Teacher Productivity is significant at .01
level of significance, as seen in the data presentation.
It follows from the ANOVA, that there is no variation among
teachers in terms of the demographic data, with the exception of years of
experience, and for the t Test with respect to sex.
Section B
Interpretation and Explanation of Data
The interpretation and explanation of the data will be done based
on the results of the Regression Analysis, since it is the most powerful
statistical tool in showing causes or reasons for the findings.
Teacher Achievement
Teacher Achievement is cited as the highest important contributor
variable to teacher productivity. It can be observed from the table that
it has a beta of .383486. The position of this variable in the results
indicate that productivity is contingent on the kind of attitude one
exhibits toward work in the school. It is not surprising that Achievement
is such as influential variable because in the Jamaican context it is
considered visibly by the number of students passing the national
examinations. However, chievement does not work in isolation. It seems
to have great influence in combination with Style of Supervision, being
0.57720 of correlation, with Interpersonal Relationship, 0.51579,
Responsibility 0.51365, and Advancement and Growth, 0.52247. It
correlates well with Recognition at 0.41336.
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The literature consistently reveals throughout this study, that
achievement is an important motivator or factor in the productivity
range. Studies done by Engleking (1985) Mataheru (1984) Sithiphand (1983)
Hilton (1985) and Ellis (1986) and others support the theory that
achievement is very important in motivating teachers to greater
productivity and job satisfaction.
In this research, achievement is of importance, because there are
teachers who feel that they are not achieving neither professionally nor
otherwise. Some of these teachers have very little energy to expend in
terms of being productive at the workplace, because they spend much
effort seeking for "greener pastures" elsewhere.
In Jamaica, however, those teachers whose students achieve highly
are those who are recognized by both school and home. Recognition can
therefore be explained, in this context, by student achievement. As
students succeed, those teachers are given greater responsibility not
only to ensure success of other students but to supervise other teachers
as well. This is a great responsibility. As teachers assume greater
responsibility, the chief behavior which emanates from teacher's attitude
is to work for greater achievement. So even though in the regression,
achievement is powerful enough to contribute to teacher productivity
without the aid of other factors, this variable correlates significantly
with other variables to influence such productivity.
The correlation Matrix Table V: 1 shows significant correlation
between Achievement and Responsibility. The correlation between Style of
Supervision and Achievement is seen in terms of the more positive style of
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delegating responsibility to teachers who achieve highly and who are
entrusted with added responsibility.
Responsibi1ity
Responsibility has been revealed to be the second highest important
variable contributing to Teacher Productivity. It stands powerfully with
a beta of 0.282313 in the regression. It also correlates highly with
Teacher Achievement at 0.51365 being the third highest correlation
occurring between any other two variables.
Kuhns (1986), Bartelson (1980) Ellis (1986) and others in their
motivational-related researches have shown that responsibility is
important to teachers as regards their productivity. This research,
no less has also shown how significant it is in the productive life of
any school or organization. It is generally felt that people will shirk
responsibility if they themselves are not given it or are not made
accountable. Because they are not given rewards or the lack of it for
their efforts, many end up producing very little indeed; on the other
hand, if people realize that it is their responsibility to get things
done, in this case, to be productive as defined, they will make greater
effort to accomplish many tasks hitherto left unaccomplished.
It follows that as teachers assume greater responsibility for the
tasks entrusted to them, it is likely that they will achieve more as
performance is heightened. Ellis' findings (1986) substantiates this
discussion, when she pointed out that teachers with high needs for growth
and achievement saw greater responsibility for their jobs than those with
low growth needs.
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Greater responsibility is not only tied to achievement, but to
improved interpersonal relationships between teachers, parents,
principals, students and so on. Those teachers who experience good
interpersonal relationships among these groups are usually those who are
achieving, and those achieving are those recognized. Of course, this
recognition is dependent on the principal's style of supervision whether
directive, telling, participating or delegating. It can be seen therefore
from the findings that despite low wages and poor working condition, many
teachers still experience the motivation to produce, by the achievement
they gain perhaps through recognition, relationship with school personnel
and ultimately student achievement.
The two variables in the Regression which strongly influence
teacher productivity above the other variables are motivational rather
than hygiene factors and help to explain and support Herzberg's findings
that productivity (in Middlesex County, Jamaica) is influenced by
motivational factors such as those two identified in this study, namely
Teacher Achievement and Responsibility.
Thus as Herzberg and f'teusner (1966) state, these factors lead to
positive job attitudes and they do so because they satisfy the individual's
need for self-actualization in one's work.
Section C.
Summary and Conclusion
The study was designed primarily to determine the relationship
between teacher productivity and certain motivators and hygiene factors
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of Herzberg's two-factor theory to explain teacher productivity in
Jamaica. Those variables chosen have often occurred in the many
researches done since the nineteen eighties and have been noted to
affect teacher's productivity both in a motivating or non-satisfactory
way. The researcher felt that a direct correlation existed between the
dependent variable and independent variables mentioned. The findings of
investigation showed that two variables, namely, Teacher Achievement and
Responsibility were tlie cause of productivity more than any other variables
by the regression analysis.
It was rcvcraled generally by the literature reviewed that both
Herzberg's hygiene factors as well as motivational factors can influence
productivity among VAorkers. The researcher therefore felt that the
regression analysis has "shed new light" on what might help to explain
the seemingly lack of productivity among many teachers in Middlesex
County and Jamaica.
Conclusions
Many conclusions can be drawn from this study which was designed
to explain teacher productivity in Jamaica by the use of Herzberg's Two-
Factor Theory. The literature was explored and revealed that Herzberg's
factors influence and/or correlate with teacher productivity either at
the hygiene level, the motivational level, or both.
The problem analysis demonstrates that there are many factors in
the Jamaican Educational system which relate to and cause teacher
productivity. Because it was widely felt that most of the island's
teachers did not perform to the best of their abilities, it was believed
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that low wages or inadequate remuneration or poor working condition were
to blame. It was/is believed that the recognition teachers were/are
receiving was/is minimal. Many attempts have been made to address the
problem, namely, increasing pay, bettering working conditions and even
providing recognition incentives on a national basis. The Executive
Secretary of the Jamaica Teachers' Association pointed out to the
researcher in an interview on December 29, 1987, that the Private Sector
of Jamaica (PSOJ) has been providing incentives for those teachers who
are most innovative. Grace Kennedy, a Jamaican Manufacturing Company/
Distributer of food products, has already put a special project in place
in this direction.
Strategies designed to motivate teachers to greater productivity
are quite helpful and should continue but from Herzberg's point of view,
they, except those designed for recognition, do not motivate nor satisfy.
They only maintain a state of equilibrium. The results of this study
supports Herzberg's findings that productivity can be induced by the
presence of motivational factors, such as Achievement and Responsibility.
Hygiene factors such as Pay and Working Conditions, although not
included in the study because of unreliable and invalid items, are very
important variables, since Maslow's Motivation Theory emphasizes that
there is a hierarchy of needs and individuals are motivated at the
physiological stage first before being motivated at the upper levels and
that needs satisfied at any stage need no motivation at such stage. This
is so too, because a study done by James Reid on some factors affecting
teachers' satisfaction and motivation in primary and all age schools
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revealed that hygiene factors could explain such motivation and
satisfaction. Too many teachers are dissatisfied at this stage in Jamaica,
since both their needs are not met and since the status of teaching being
low, many do not have the commitment nor the impetus to work hard and
achieve.
Recommendations
The following recommendations are based on the findings:
1. The Ministry of Education should institute a promotional
ladder upon the rungs of which teachers will gain satisfaction.
Each step should enhance remuneration, improve conditions, but
most of all, provide greater responsibility and curricular
autonomy so that teachers at all levels can experience greater
achievement.
2. The Ministry of Education and Principals of schools must create
opportunities for teacher achievement through Projects,
conferences and committee services for curriculum development.
3. The Ministry of Education and Principals must introduce an
appraisal or evaluation system, however crude, based on the
clinical supervision model to help teachers take responsibility
for achieving their goals, and also to help "immature" teachers
mature.
4. Principals should encourage all teachers and show recognition
to them for performance in other areas of school life apart
from classroom teaching, for initiative in solving problems.
5. To researchers and students in the field, this research can
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be done again using a different instrument and also including
other variables which could include teacher autonomy, teacher
accountability, teacher evaluation, school policy and school
climate. The sample should also be increased to represent
the Jamaican Secondary School Teacher population, so that
generalizations can be drawn about teacher productivity from
a national perspective.
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This questionnaire aims at determining how teachers in Secondary
Schools feel about the profession, especially to get their opinion of what
factors influence their desire to remain/not remain in teaching and what
stimulates them to work hard.
You are requested to respond frankly and honestly. No teacher will
be identified, because this is not necessary to the research being
conducted. The questionnaire is completely anonymous. Confidentiality
is therefore guaranteed.
If you would like to know the findings from this exercise, please




Please tick ( ) which ever is appropriate.










3) 40 - 49 years
4) Over 50 years
4. Qualification (tick all that you have)
1) Trained teacher





1) 0 - 5 years
2) 6-10 years
3) 11 - 15 years
4) 16 - 20 years
5) Over 20 years
Section 2
Kindly rate each statement by ticking the appropriate box.




SD - Strongly Disagree1.The principal is very knowledgeable about
instruction and supervises the teachers effectively.2.The principal does not encourage teacher
participation in staff development programs.3.The supervision process enables teachers to
improve student achievement.4.The supervision process enables teachers to
develop understanding and skills of teaching
which could not have been developed otherwise.5.The supervision process provides information
essential for teacher self-development and
growth.6.The principal/supervisor demonstrates
strategies to assist teachers in motivating
low achieving students.7.The principal/supervisor uses the opinions of
the staff in the development of criteria to
evaluate teachers and teaching.8.The principal/instructional supervisor accepts
new approaches from teachers.9.The principal/supervisor accepts opinions of the
person being evaluated in the development of
rationale for evaluation of the particular
individual.10.The principal/instructional supervisor puts
teacher's suggestions into operation.
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11. In this school teachers experience a sense of
achievement in their classroom work.
12. I am encouraged to work hard despite the poor
salary because when children suceed I feel I
have done wel1.
13. In this school teachers get a lot of opportunities
to achieve their personal goals.
14. Young teachers cannot achieve their goals because
the organization does not give them the chance
to do so.
15. I am admired for the tasks I am able to
accomplish in this school.
16. Teaching provides me with the opportunity to
associate positively with other teachers
and educators.
17. The teachers are not very friendly in this
school and therefore one is always tense.
18. Teachers and children quarrel in this school.
19. Principal-teacher interaction is collegial.
20. All school personnel work together in a warm
and caring atmosphere.
21. Teachers join cliques and sometimes resist
planned work to be done.
22. Teachers involve all children in school
activities.
23. The principal and supervisors inform the
members of staff regularly on how well
they are doing.
24. No one recognizes the efforts each teacher
puts into the job to achieve success.
25. As long as the teacher is present in school
to teach his/her class all is fine.
26. Everyone is impressed when I create something
new in my teaching or in some respect of the
school.
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27. The principal always mentions outstanding
achievements or improvements made by each staff
member in the general assembly.
28. The principal/supervisor has never commended
me for my efforts.
29. Parents show much satisfaction by sending thank
you cards when their children do well and
improve.
30. In this school all teachers are given
responsibility to carry out certain activities.
31. Responsibilities are delegated to senior
teachers only.
32. The work that is delegated to me is quite
challenging and provides opportunities for
exploration.
33. I am afraid of assuming too much responsibility
for students' work.
34. I am given added responsibility because everyone
knows that I can manage a lot of work.
35. In this school new teachers are not given any
responsibility whatsoever.
36. The status of teaching is low.
37. The teaching profession offers much in the way
of social status and prestige.
38. Teachers who work in this school have higher
status than those who work in other schools
of this type.
39. People in this community respect teachers a
whole lot and the work they are doing.
40. Preparing high school students for the world
of work is pretigious.
41. I value teaching and that is my reason for not
leaving the job.
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42. There is no opportunity in this school to
grow professionally.
43. Teachers grow professionally by attending
workshops, seminars and short courses.
44. Teachers learn to plan, study, and manage
as they teach.
45. Teachers are given the opportunity to plan,
study and master classroom management as
they associate with colleagues and
students.
46. There is no opportunity in this school to
grow professionally.
47. Teaching gives me the opportunity to study,
read, and develop planning skills and
strategies.
48. Teaching gives me the chance to develop
mastery of discipline and classroom
management.
49. Teaching students to think is the most
interesting part of the job.
50. I attend my classes regularly because the
work to be completed gives me much
pleasure.
51. If I had my life to live over, I would
still choose teaching as a profession.
52. I face very challenging experiences on a day
to day basis.
53. I experience much anxiety and stress on the
job.
54. The classroom in which I teach is too small
to accommodate all the students.
55. The distraction from the neighboring classes
is a source of nuisance.
56. The classrooms are poorly ventilated and lit
and children are inclined to sleep most of
the time.
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57. When it rains the classroom is cold, damp and
wet.
58. Teachers who excel should receive extra
income.
59. Although the pay is small, teachers should
accept it because most people in the country
are no better off.
60. I am not satisfied with the salary I receive,
but I still try to do a good job.
61. Teachers do not know how to use audio visual
aids in teaching.
62. Teachers in this school work very hard so that
students can score high on tests.
63. Teachers in this school make a lot of effort
in doing well on the job.
64. I like to stay behind at the end of each
school day and make preparations for the
next day.
65. Teachers in this school use a variety of
methods to instruct their students.
66. Teachers participate in planning and
organizing school programs.
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(Modified Draft)
QUESTIONNAIRE TO SECONDARY SCHOOL TEACHERS
This questionnaire aims at determining how teachers in Secondary
Schools feel about the profession, especially to get their opinion of what
factors influence their desire to remain/not remain in teaching and what
stimulates them to work hard.
Your are requested to respond frankly and honestly. No teacher will
be identified, because this is not necessary to the research being
conducted. The questionnaire is completely anonymous. Confidentiality
is therefore guaranteed.
If you would like to know the findings from this exercise, please




Please tick ( ) which ever is appropriate.








1) 19 - 29 years
2) 30 - 39 years
3) 40-49 years
4) Over 50 years
4. Qualification (tick all that you have)
1) Trained Teacher





1) 0 - 5 years
2) 6-10 years
3) 11 - 15 years
4) 16 - 20 years
5) Over 20 years
Section 2
Kindly rate each statement by ticking the appropriate box.




SD - Strongly Disagree1.The principal is very knowledgeable about
instruction and supervises the teachers effectively.2.The principal does not encourage teacher
participation in staff development programs.3.The supervision process enables teachers to
improve student achievement.4.The supervision process enables teachers to
develop understanding and skills of teaching
which could not have been developed otherwise.5.The supervision process provides information
essential for teacher self-development and
growth.6.The principal/supervisor demonstrates
strategies to assist teachers in motivating
low achieving students.7.The principal/supervisor uses the opinions of
the staff in the development of criteria to
evaluate teachers and teaching.
8. The principal/instructional supervisor accepts
new approaches from teachers.
9. The principal/supervisor accepts opinions of the
person being evaluated in the development of
rationale for evaluation of the particular
individual.
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10. The principal/instructional supervisor puts
teacher's suggestions into operation.
11. In this school teachers experience a sense of
achievement in their classroom work.
12. I am encouraged to work hard despite the
poor salary because when children succeed I
feel I have done well.
13. In this school, teachers get a lot of
opportunities to achieve their personal
goals.
14. Young teachers cannot achieve their goals
because the organization does not give them
the chance to do so.
15. I am admired for the tasks I am able to
accomplish in this school.
16. The teachers are not very friendly in this
school and therefore one is always tense.
17. Teachers and children quarrel in this school.
18. Principal-teacher interaction is collegial.
19. All school personnel work together in a warm
and caring atmosphere.
20. Teachers join cliques and sometimes resist
planned work to be done.
21. Teachers involve all children in school
activities.
22. The principal and supervisors inform the
members of staff regularly on how well they
are doing.
23. No one recognizes the efforts each teacher
puts into the job to achieve success.
24. Everyone is impressed when I create something
new in my teaching or in some respect of the
school.
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25. The principal always mentions outstanding
achievements or improvements made by each staff
member in the general assembly.
26. In this school all teachers are given
responsibility to carry out certain activities.
27. Responsibilities are delegated to senior
teachers only.
28. The work that is delegated to me is quite
challenging and provides opportunities for
exploration.
29. In this school new teachers are not given any
responsibilities whatsoever.
30. The status of teaching is low.
31. The teaching profession offers much in the way
of social status and prestige.
32. Teachers who work in this school have higher
status than those who work in other schools
of this type.
33. People in this community respect teachers a
whole lot and the work they are doing.
34. Preparing high school students for the
world of work is prestigious.
35. I value teaching and that is my reason for
not leaving the job.
36. Teachers grow professionally by attending
workshops, seminars, and short courses.
37. Teachers learn to plan, study and manage
as they teach.
38. There is no opportunity in this school to
grow professionally.
39. Teaching gives me the opportunity to study,
read, and develop planning skills and
strategies.
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40. Teaching gives me the chance to develop mastery
of discipline and classroom management.
41. The classroom in which I teach is too small
to accommodate all the students.
42. The distraction from the neighboring classes
is a source of nuisance.
43. The classrooms are poorly ventilated and lit
and children are more inclined to sleep most
of the time.
44. Teachers in this school work very hard so
that students can score high on tests.
45. Teachers in this school make a lot of effort
in doing well on the job.
46. I like to stay behind at the end of each
school day and make preparations for the
next day.
47. Teachers in this school use a variety of
methods to instruct their students.
48. Teachers participate in planning and
organizing school programs.
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